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Chapter cI

INTRODUCTION/ SUMMARY, CONCLUSIONS,,
AND RECOMMENDATIONS

Introduction

`Pew sectors Of the American labor movement are-discussed

more and understood less, than the building trades. AMong the

issues which have been least understood is the matteri_of

entry into building trades unions. Basically, one can

a joOrneyfflanl craftsman 'in one of two ways. -- either by graduating

.s-friWan-Apprenticeship training program-or by entering the union_

.
through direct admission tp journeyman status-- Apprenticeship
iOthe,entry route, preferred -by most -union officials. However,

recent studies have shown that although the percentage of union

Membeks,who were trained in apprenticeship varies-by craft-

and:by geographic area, on the whole, more buiiding'ttadesten

have been trained- informally == in 'open shops,,as helpers or

laborers, in military or other training prograMs -- than have

'learned their trades through formal apprenticeship programs..

Objectives of the Study.

This study focuses on the issue of entry into lidilding -

trades-unions. Chapter II provides background information-

on the construction- industry,, building trades unions, and

%
apprenticeship. ,Procedures and standards, which building

trades unions use to adilit craftsmen to journev status
. are detailed in Chapter III. Chapter IV-contra s nnen *ho enter

the unions without attending aPprenticeship with those who are

Apuenticeshipgraduates..:_Chapter V 'documents how' the

apprenticeship-trained-men fate in the, labor Market in compar-

ison with other:journeymen:77-

'In this paper "journeyman" designates a person who
.

obtains' the full union-wage rate. It will be used inter-

,

Wangeabiy with the,terms "craftsman" and "mechanic., ",
which are terms commonly used ih the industry.

2For example,. see HowardG. Foster, "Nonappren-
.

ticeship Sources of Training_in Construction,"Monthly
,Labor Reviewol. 93 ,No.. 2 (February 1970), pp. 21 -26;

Irwin- Dubinsky', "Trade Union Discrimination in, the

Pittsburgh Construction, Indulity, Urban Affairs Quarterly,
,Vol. 6,' ;No.- 3 (March 197J!),195. 297.,318; and Herbert
Hammerman, "Minority Workers in Construction Referral
Unibns,"Jgonthly Labor Review, V.ol. 95,.No. 5 (May ,1972)!

13,



,

More specifically, this study addresses the.following
questions concerning entry into" building trades unions:,
who is allowed to join construction unions,;sand what pro-
cedures must be followed in ordbr to join? What standards
must be met by prospective journeymen? By prospective-
apprentices? What-are the procedures involved in allowing
ponmembers to-work in. a union's jurisdiction? f)o these-.
standards and procedures facilitate or frustrate the workingsof the -market?'

What are the backgrounds of mechanics who enter the trades
_in various ways? 'Do the better craftsmen enter the union-
through-some routes more ,than others, and if so, why? 'Do
-apprenticeship-tfIned craftsmen tend to work'more steadily
than journeymen who learn,the trade in other ways? Do.
apprenticeship' graduates tend to advance to supervisory'
status faster and more often than other journeymen? What
policy implications may be drawn from an analysis of the abovequestions?

,
The Issue of Minority Participation in ConstrUction

Naturally, any study of entry into building trades unions
has important implications for minority admission into the
unionized construction sector. For years, construction unions -

have drawn fire from minority communities_ and the Federal
Government because some of them fiad few or no blacks. During
the 1960's, several' efforts of the Yedpral Government focused
on increasing minority admissions into 'building trades unions.
These efforts included Executive Order 11246,3 29 CFR 30,4
support of apprenticeship information centers and apprenticeship

3Execut'ive Order 11246, 3 CFR, pp. 339-348 (Comp,.1964-1965). This order, issued in 1965, requires
contractors on federally aiaed, projects to havetame action"' -programs --to'-h-i-re-nd-nor-i-ty group--members,., -The order authorized the creation of theOffice of Federal.Contract.Compliance (OFCC) in the U.S.Department of Labor 'to' oversee the equal employment

'provisions of Federal contracts.
.

4Title 29, Part 30, of the Code of Federal Regu-lations requires that directors of appenticeship.,pro-grams registered with the Bureau of Apprenticeship andTraining which have too few minorities submit affirmativeaction plans detailing the procedures to be used inrecruiting and selecting minorities.
.

14
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outreach programs,
5 several court decisions, 6 support of

union-oriented nonapprenticeship training programs for the
disadvantaged, support of Model Cities program efforts-to
,train the disadvantaged in construction, and various imp&ed
and negotiated city and area plans7 for employing minorities
in construction.8 ,Chapter VI addresses the policy. implications

For a description and evaluation of the apprentice-
ship outreach concepts see Ray Marshall and Vernon Briggs,
Equal Apprenticeship Opportunities: The Nature,pf the
Issue and the New York Experience (Ann Arbor: National
Manpower Policy Task Force 'and Institute pf Labor and
Industrial Relations, University of Michigan-Wayne State
UniverSity, 1968). /-

For a description of U.S. DepartmeAt of Labor support
of apprenticeship information and apprenticeship outreach
programs, see "Reaching Out fOr Apprentices," Manpower,
Vol.. 1, No. 5-Oune 1969, pp. 8=1 .

6
For an article on court actions, see William

B. Gould, "Racial Discrimination, Courts, and Construction,"
industrial Relations, Vol. 11, No., ,,3. (October 1972),

pp: 380-391: Also, for an analySis of .one ,caie, see
George D. Zuckerman "The Sheet Metal. Workers' Case:
A Case, History,of Discrimination in the Building Trades,"
Labor Law Journal, Vol. 20, No. 7 (July 1069), pp. 416-427.

.7As of December 31, ,1972, "hometown':or voluhtary
plans.had been negotiated and approved by OFCC in 52
local areas.-- Plans- had been imposed on the construction
industry in six ,cities: Atlanta,'Philadelphia, St. Louis,
San Francisco, Washihgton, D C., and (by court decision)

Seattle.
Much has been written on the comparative effec-

tiveness of the two types of plans; for example, see
. Richard L.. Rowan and Robert J. Brudno, "Fair Employment

in, Building: ImpoSed and,Homeown Plans," Industrial
Relations, Vol. 11, No. 3 (October 1972), pp."- 394 - 40(6-.

Also, see."The Philadelphia Plan vs: the Chicago Plan: .

Alternative Approa-dhes for Integrating the Construction
Industry, COMment," Northwestern University Law Review,

Vol. 65, No. 4 (September-October '170), pp. -6427:67(Y.

8For a more'6iiendeddlscussion of these efforts, see

`'Ray Marshall, "The Impact of Civil RiOts laws on Collective

Bargaining in the Construction Industry," Poverty, and

Human. ReSources. Vol. 5, No.- 1 (Janyary-February 1970),

pp. 5-17.
10



of this study for the upgrading of minority workers in con-
struction employment with respect to these Federal efforts.

Nationally, minorities have made significant gains in
construction apprenticeships-eh-ice 1960, when only 2.2 percent
of apprentices were minorities.9 Minorities comprised 7.2.per-
cent of construction apprentices at the end of 1968 and
15.1 percent at the end of 1972.1° However, the racial
composition, of construction union membership has changed
more slowly. 11 Furtyler, minority, concentration varies
significAntly by trade. As shown in tables.1 and 2, in our
study cities, minorities were least represented in the
"mechanical trades."12

9 Marshall and Briggs, -The. Negro and Apprenticeship,
p. 28.

10 U.S. Department of Labor, Office of Information,
News Release .No..73-206 (May 27, 1973). The data pertain
only to apprenticeship programs serviced by the U.S. Bureau
of Apprenticeship and Training.

11'Herbert gammerman, ."Minorities in Construction
Refefral Unions -i Revisited," Monthly Labor Review,

. 1.

.

.e.
. . ?

, .
-,

.7.,12 Underrepresentation of minorities in the mechanical
trades is a pattern found in many cities across the country.;
See Vernon M. Briggs, Jr`., "Black Entry into the Apprentice '
Trades:. LesSons'ofthe Sixties and 'Prospects for'.the
Seventies," paper presented at the ,Indiana University Man-
power Conference (March 20, 1970), mimeograph.

. -

Vol. 96, Ro.--5 (May 1973), pp. 43-46.

/

The,same pattern is further documented by national
Egual,Employment Oppartunity Commission data. As an EEOC
press release dated February 9, 1971T-regarding-1966 data
on minority union membership, states:

ClOse ahalysis,pf the statistics reveals that
'minority memberShip is concentrated in those unions
at the lower end of the wage scale. Conversely,
minoritymemberShip inmost highly skilled and
best paying categories is'much lower. Approximately
1,000 building trades ladals were classified in the
higher skilled category known as mechanical trades,
which included the Boilermakers, Electridal Workers
(IBEW), 'Elevator Constructors, Iron Workers, Plumbers
and Pipefitters, and. ,Sheet Metal Workers, The
mechanical trades showed a minority membership of
6.2 percent, as follows: Negro: 1.6 percent;

4
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TABLE I. MINORITY GROUP REPRESENTATION IN BUILDING
TRADES UNIONS. BY CITY, 1970

.

City%

Membetship
in reporting

building
trades unions2

Minority group membership 'Minorities
as percentage of
total reported.
membershipBlack

Spanish
Surnamed
American Oriental

American
Indian

Total'
minority

-
Atlanta

Austin
-

Chicago

pilumbus

Houston . .,-:

Jackson

New York

San Francisco-
Oakland

. .
Total

8,770

2,138

53,083

7,832

,981,8

4,301

79,859

59.259
,

224,223

-
.565

49

3,187

1,357

2,547

928

9,083

7,097

24813

37

151

1,146

1,544

983

50

6,454

6.291

16,676

11

0

20

0

3

0

70

58 I

.
.

.685

.

o

23
. .
5

106

21

2(

12

202

476

871

636

205

4,459

2,942

3,559

990
.. _

15,809

14;445,

43,045

713

9.6

8.4

37.6

39.6

23.0

19.8

24.4

,

t 4Data are for SMSA's,extept for No% York (data for
city only).

;

,

2 includes only members of unions >vho reported to
thusliiese data arc understated orall cities.

SOUR( Iss EEOC data.

5
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TABLE 2. MINORITY REPRESENTATION IN MECHANICAL
TRADES, BY CITY, 1970

Membership
in reporting
mechanical

trades unions

Minority group membership Minorities
as percentage of

total reported
membershipBlack

Spanish-
Surnamed
American Oriental

American-
Indian

Total ,

minority
City'

Atlanta . ....... 3,407 6 0 12 37 1.1

Chicago 29,891 '945 374 14 57 1,30 4.7

Columbus 3,370 30 20 0 13 63 L9

Houston , 4,680 1148- 227 3 7 385 8,2

New York 28,943 2,881 3,044 6 188 6,119

San Francisco,
Oakland

Total

16,869

87,160

700

4,123

1,022

4,693

152

175

139

416

2,011,

10,007

11,0

113

I
Data are forSMSA's, except for New York (data for city

only). No data are included for Austit or Jackson because
separate data were not available for the*mechanical trades.

s,

i
In.. ,ludes only members of locals who reported to EEOC.

- "Mechanical trades" include boilermakerelectrical workers,
elevator constructors, ironworkers, plumbers and pipefitters,
and sheet metal workers.

6
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SOURCE: EEOC data.
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5
The Trades And Cities Studied

O

We investi,gated a cross section .of trades in a*variety

.of cities. Sik trades were studied: bricklayers (Bricklayers,

Masons; and Plasterers' International Union)'; carpenters

(United Brotherhood of'Carpenters and Joiners of America);

electrical workers (International Brotherhood of Electrical

Wol-kers); ironworkers (International Association of Bridge,

Structural, and Ornamental Ironworkers); plumbers and
steamfitters (United Association of Journeymen and Apprentices

of the Plumbing and Pipefitting Ihdustry of the United States

,and Canada); and sheet metal workers (Sheet Metal Workers'

Inteinational Association). Althoughthese six crafts
comprise on?.y a third'of the building trades unions, all

are. basic construction trades. -Further, while apprenticeship
traditignally has been an important source of "mechanical"

trades (electrical work, plumbing and pipetitting,13 and

sheet metal work) journeymen, it has been less important

in carpentry,13ricklaying, and ironwork.14

Spanish-surnamedAmerican: 3.2 percent; Oriental:

0.7 percent) American Indian: 0.7 percent.

However, minority membership was greater. in:the

,generally lower paying general construction tradei

composed of Asbestos Workers, Bricklayers, Carpenters,

, Lathers, Marble Polishers, Operating Engineers, and
,-

Slasterers and Cement masons'. In these trades,
minority membership was 8.6"percent, broken down as

follows: Negro:. 3.6 percent; Spanish-sUrnamed

American :' 4.0 percent;_ Oriental: 0.3 percent;,

American'Indian: 0.7 percent.

Finally, In the lowest paying' general con-

'
struction trades group composed'of the Laborers,

Painters and Decorators, and Roofers, minority

memb rshi .was 31.8 percent., broken down as,follows:

,,Negr 0.1,percent;Spanish7surnamed American:
10.0 percent; Oriental: 0.5 percent; American Indian:

1.2 percent. .

,,

'13 In this study, "pipefitting" and "steaimfitting" are

used interchangeably.

14For a further discussion of the varying role of

apprenticeship by craft, see r. Quinn Mills, Industrial

Relations and 'Manpower in Construction (Cambridge,

Mass.: M.I.T.; Press, 1972), pp:4181-1,86 and 222-223.

7
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f. Our nine study cities were: Atlanta; Austin, Tex.;
ColuMbus, Ohio; Chicago; Houston; Jackson,
New York;-Oakland; and San Francisco-.. The study was

ofirst made on a pilot basis in Atlanta, Austin, and
New York' to 'determine its feasibility. On the basis of
the pilot experience, research procedures were. refined,
and the.study was extended to'Chicago, Co;Lumbus, Houston,
Jackson, Oakland, and San. Francisco.

The cities chosen offer diversity in geography as..
well as in size, degree of unionization, and labor market
conditions. Likewise, individual building trades unions
differ in structure, jurisdiction, and referral 1procedures..
Such diversity facilitates comparisons and contrasts while
reducing the danger of drawing cOnclusions based, on unique
or abnormal - situations,.

The size of construction-employment relative to.total
nonagricultural employment varies considerably among the
cities (see table 3). Houston has the largest relative
employment in construction, followed.in order by: Austin,
Jackson, Atlanta, Columbus, San Francisco-Oakland, and .

New York.

Material for thie-study was gathered from:sereral
sources, including-:' (1) interviews with union officials--
and management' representatives; (21---:Anterviews with
rank-arid-file journeymen'; (3) sampling ---aaata-froM.
pension trust fund records; (4) telephone, mail, and' -
personal surveys of contractors Conceinins their supervisory
personnel; and (5) an extensive review of published and
unpublished,mat:erials on the constructieih industry.

Since different .methods were used for each qf'diir major
sections, the methodology of each section will be explained
in the appropriate chapters. The, remainder of this chapter
summarizes the study 'and presents our main conclusion and'
'recommendations. Chapter contains background infOrmation

0
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TABLE 3. CONSTRUCTION EMPLOYMENT, BY CITY, 1971

'
City

-
-

(1)
Total non-

agricultural
employment
(thousands)'

(2)
Employment
in contract
construction
(thousands)' .

.

- ° (3)
Construction

as percentage of
.nonakfricultural

employment
-[441

Atlanta d
- '623.6 34.7 5.6

Austin 122.5 8.7 7.1

Chicago . 2,930.6 117.8. -4'20

Columbus 382.2 18.0 4.7

Houston 787.8 70.3 8.9 1

Jackson' 96.0 5.9 ' §.1

New York City 3,613.4 112.8 3.1 -

r .

San Francisco -Oakland l',231./ 56.3 '44.7

Figures are for SMSA's, except for ,Neiv Y,oik
data; these refer only to thc.city.

N.
tt

4,

SOURCE: 'U.S. Department of-Labor, Bureau of
Labor Statistics, Employment and Earnings: States

- and Areas, 193911971.
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on the -construction in ustry and the unicns repreSenting much
of its work force. Traditional routes of entry into building
trades unions are described and evaluated in 'Chapter. III. The
educational, training, and perSonal backgrounds of bonstruction
journeymen are described in Chapter IV. Chapter V ca pares the
performance of apprenticeshiprtrained craftsmen with that of
medhanics who learned their trades -..on the job or in other less
formal ways.

Summary

Characteristics of,Apprenticeship Graduates'and Other,
Craftsmen' Interviewed

:Our interviews with 1,234 journeymen afford conkderable
insight'irtto the characteristics of journeymen who have been-
ttained'in various ways, 'About. half of our interviewees
(538,br 49 percent) had served apptenticeships. As compared"
with those trained infortally, the apprenticeship-trained
journeymen:

(1) Were younger. Average age, 37,.7 years,...as compared_' with 46.4 years" for others.

(2) Were better educated. Average education was 12 years,
as compared with II years for others. Moreover, 78 percent
of apprenticesliip-trained journeymen had completed high school
as dompared with only 58-.percent of others.

(3) Were more likely to have friendrs and 'relatives in
the trade. About "a third (32 percent) of the apprenticeship-
trained journeymen had fathers in the trade', and 63 percent
had friends and relatives; the comparable figures for thosetrained by informal means were 24 percent and 54 percent,.

1

(4) Leaned-.the trade faster. Only in the ironworkers'
' bunion did 'infcrmally trained craftsmen become journeymen more,quickly, on the average; than the duration of apprenticeship. 'vIt should be observed, however, that' significant' numbers ,of.

informally trained journeymen learned the trade in shorter
average times than the duration of,apprenticeship in their
trade:- 75 percent, of ironworkers, 44 percent of bricklayers'
and'carpenters, 39 percent of pipe trades journeymen, and
21 perd6nt of electricians,.

lc. `4',.

r.
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Union.Entry Requirements .

Craftsmen obtain work in the jurisdiction of most building
trades local unions in four main way (1) by graduation

from an apprenticeship program; (2), by direct admission to the
union as a journeyman or by being upgraded into the union's
construction branch froth a lower .skilled branch (3') by

transferring from other locals -within the same international;
and (4) by working under temporary permits, provided to nonmembers.
Although all of these means were examined in this study;
special -attention was paid to the first two.

Intetiiiew .with union officials and members in the cities
studied revealed that policies concerning'admissions,and permits

vary -widely from city to city and among the locals within each
city. However, certain patterns. are discernible.. In general,
policies of locals within a given-international union resembled
each other much more than the policies of locafs from different
internationals within a given city.

o
Second, adm ission requilvments in general were most stringent

-for plumbing, followed in order by electrical work, sheet metal,
work, ironwork,,carpentry, and bricklaying. Third, there,-was

greater similarity found among apprenticeship standards than
among journeyman admission policies. Fourth, admission policies --
particularly those regarding permits and transfers and,those
regarding direct journeyman admission --_seemed to vary with the
tightness of the labor market and the'presence of ndrunion

compeeition. .

.

a.
Finally, admission requirements for apprentices also tended

. to be stricter than those for journeymen admitted direCgy, 7
This was true mainly because the union takes, greater risks,

,

with apprentices than with, ourneymen. It is easier, to determine
Whether or not a journeyman ib qualified than it is to ,determine

whether or nit an apprentice Will successfully complete' an

apprenticeship program. Moreover, apprentices were expected

,,
to become-well rounded craftsmen, whereas journeymen, colUd.be

h examined over a'special aspectof the craft.
,

--Methods of.leakning the. trade and entering construction
varied between-crafts, with business conditions, and between

lccalg in, the same craft. The bricklayers' locals had more
uniformity in direct journeymamentry requirements frot place,

to place, although there was some variation inthe initiation
fees Chrged. The bricklayers were unlike the other crafts
in our.study in having no formal tests for 'entry other than a
,fairly uniform requirement of two vouchers certifying that the

applicant could perform the particular work. The bricklayers
algo differed from,other crafts in not having a broadgourney-
'man classification -covering' all asp_ ects of the trade; rick-

layers ordinarily were admitted to one branch of the trade
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; (brick, stone, tile, etc.) and usually to mixed locals,
although in New York there were separate locals for differentspecialti4. The New York experience illustrates the
influence of market size: generally, the larger the labor .

market, the greater the degree of specialization.
05

With respect to apprenticeship, bricklayers' entry
requireffients were fairly uniform from place to place.. The
greatest variation was in maximum age for admission, which
varied-from 21 (three: locals) to 28 (one local),,, with the
greatest concentration at 25 (four locals). Apprenticeshipinitiation fees varied from zero'to .$160. 'Bricklayers'
apprenticeship programs gave lesS weight than the other
union's studied to related or aaadem2ic instruction and moreto manual training. EricklayersflaWrenticeship programs
also generally were shorter than those of other trades, 3
to 4 years, while others required 4 or more and most pipe
trades required 5;:-

The ttricklayers-alSo were more lenient than other crafts
in accepting. tans and issuing work permits to travelers
and these who could not qualify as'journeymen.

. The carpenters had mixed locals for all construction
specialties. in smaller places a district councils of localunions i_n the larger places, iNiewYork.,. Houston, Chicago,and the San Francisgo-Oakland Bay-;rei.. Unlike the bricklayers,

y, the carpentersfOrdinarily had only:one Journeyman classification
regardless of specialty, an arrangement which complicated the
business agentS3 work because they had to remember which -

specialty a worker could perform. In admitting journeymen
directly, the cdiTenters'ordina"rily tested the applicant only
over,his,specialty. (althoug 6 of the 10 carpenters: local's
did 'not, formal tests), conducted interviews, ande..'bharged
'initiation fees ranging up to $250. A few locals required one
-or two voucherg.conderning the applicant' experience.

The carpenters provide an example of extraordinary
variation froM the other crafts and within, the international

'Union. Carpenter apprenticeship programs differed from the
bricklayers' in ordinarily. not requiring applicants to be high
school graduates. The maximum age of apprentices ranged.to
27-28. The carpenters, and most other, locals, waive the upperapprentiCeship ac'e limit for.veterans. (It should be pointed%
out that age liMitations for apprenticeship'programs curreatly
are under attack as discriminatory and unrelated.tc jcb
fequiremerits.) Most carpenters' apprenticeship programs require
aptitude tests, prepared either by the employment service or
the international Union. The duration of carpenters' apprentice-ship is ordinarily 4 years: with adi.a4'.ce placement to apprentices
with experience in the trades., .

2
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Although there was not muah variation in age and duration
requirements between carpenters', locals, there was considerable
variation in education requlrements and the types of tests :
given. In three places (Atlanta, Columbus, and the San Francisco,-

Oakland Bay Area), a high-school eduCation was required; in one..
(Chicago), completion of the 11th grade was.necessary; in, two

(Houston and,Vew York),, completion of the 10th grade was required;
and in two (Jackson. and Austin), only 8 years of education were

. required. In:Atlanta and Jackson, an aptitude test.given by the'

employment service was required; in New York, the carpenters used "'

a special aptitude test administered by New York University;, in
HOuSton, a test was given on 10th-grade math; and in Columbds and

the Bay Area, an aptitude test devised by the international union

was, required.

The carpenters permitted transfers between locals freely,
but Ordinarily required the payment of a fee amounting to the
difference. between the initiation fee charged in the home local

and the local in whose jurisdiction the applicant was seeking,

to work. 4 *

The electrical workers gave heavy and increasingly emphasis -

to apprenticeship as a source of journeymen In_our sample,
54 percent of all journeymen haf. serve& apprenticeships and
:about two4-thirds of all journeymen entering after 1950 (as
*compared with only about one -third of those who, entered before

1950) had served - apprenticeships. The main method in which
journeymen were admitted directly was organization of nonunion
shops, in which case jourheymen ordinarily were required to '

'have about 4 years of experience, take a written test covering.
the trade (which seems to hay's-been fairly. uniform from place
to place), and pay fees which Varied .from $100 to $350. All.
ofthe IBEW locals studied, except in Chicago) used a "book"
system giving priority to electricians with broader training'
and experiepce.

IBEW apprenticeship requirements were fairly-uniform from

t* place to place, except for age lim ations, which
varied from 21 to 26 years. All of the p 'grams were of 4 years
sdurationexcept for the residential pro am in Houston, which'

was 2 )wars. All of the electrical WO ers' apprenticeship,
.app,licahts were required to have the e uivalent of a high School
'education, to take aptitude tests, and often to take a test-on

mathematics.
04

The ironworkers, generally made very limited use of apprentice-

ship before 1950. In-our sample, for example, only 4 percent.of
the journeymen admitted before 1950 had served an apprenticeship.
The percentages of total journeymen admitted in subsequent years
serving an apprenticeship increased markedly, but the proportion
serving an apprenticeship was still only-422 percent of the total

13 C



sample, the lowest Af. any craft. The irOnWorkerS ha'Ve.a.
.

,
general,dAegory, journeyman, ironworker,.forcraftsmen trained,
in all,Phasee of their craft and specialty designations for
others however, a/ journeyman is nbtsrestricted to. work within
-.his Specialty. Journeymen adviitted'directly. to union- thember-
'sllip were tested over their specialty and paid initiation fees
of $300, except in Chicago, which did not have direCt admission
between 1967 and ,1972.' -

Iichworkers''apprenticephip,programs are .fairly uniform
.

except fcr testing; most locals required apprentices to take
'aptitude tests, but three locals required,no'tests of apprentices.
High, school education, was required in each case except New York,
which required apprentices to have completed only the 10th,
grade. Maximum ages were more uniform thamthosein other Unions;
all fixed 'the upper limit at 30 years, except Oakland where it
was 31.

The pipe trades, mainly plum149rs And pipefitters, ordinarily
' ,also were inAmkxe'd locals, except for Nev York, Chicago; and

HoOton, where pipefitters, were orgarrized into separate locals.'
The pipe trades rely heavily on. apprenticeship, Sixty-one.
percent of our pipe trades journeyman interviewees had served
apprenticeships.' -

t The pipe tradeS'have more stringent requirements for direct
.

admission than most of the other programs studied. Informally,
trained journeymen who wanted to join most pipe trades locals
had Whave 5 years of experiencein the trade, take a written
test, have vouchers from another'member or contractor, sometimes
be accepted by membership votes and pay ' initiation fees which
varied from '$200,in the Houstor_plumbers' local (more accurately,
'$50 for residentiSl branch and $200 for the commercial land
industrial branch) to $1,000 in Jackson.

All of the pipe trades apprenticeShip programs were for
5 years,.re4uired appli5ants to be high school'graduates
(except Columbus where opressure froh. civil,rig4s groups had
caused the education level to be reauced to 10th grade), to
pass aptitude tests, and be under 27 years of age, excepto-
San Francisco where the maximum age' was 30'.

'
° rT

The sheet metal workers have greatly increased the use
of apprenticeship as a source of journeymen. Only 20 percent
OfjoUrneymen in our sample who entered thelunion before 1950
had served apprenticeships, as Compared with 77 percent of
those who entered between 1961 and 1972.

Ih keeping with this emphasis on apprenticeship, tile sheet
metalworkers made it difficult fcr icurneymeh to enter directly.
Initiation fees.were uniformly 160 hours of journeyman-pay,
which was the highest average of any international' studied.
In addition, informally trained journeymen were, required to have

. 14
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. _
4 yearS_Of_experience.and to pass written and practical tests.

in New, York,_ journeymen were admitted only'through'the apprentice-

ship route.

2:1 _Sheet-meta1 apprentices had to be high school graduates

and pass aptitude tests. The duration of apprenticeghip
.ordinarily was, 4 3,ears, but some, locals requires? between 4

A
and 5 years. "

v

Sources of Training for NOnapprentices

--Aegarding the sources of training by Craft'fcr journeymen
Who 'dad not serve apprenticeships, there is fairly uniform
gifdence that a large majority. of informally trained journey-
iTteit1Hlearned.their trade either by working as ,laborers or

helpers Cr by working on the open shops,. More than
half of all craftsMen admitted to journeymen. status learned
their trades directly through these two methods.

_
,Dpenshop training was more.important-fer sheet metal

Workers, the.pipe trades, ironworkers, and electricians,
while serving as laborerS and helpers was a more important
source of training for carpenter's and briCklayers- The

importance of getting in whe'nuniong organize open Shops

Varied from place to place Wt wag especially_ important
in Hous'tonv whiCh has a vei4tiVeiy large nonunion sector:.

Only about 10 percent of these journeymen had been trained

in public vocational schools, 'although 22 percent of brick-

layers 'had- received, form of.trg.ining.
x

While it accounted for the training 'of orlly_5 percent

of of the informally trained journeymen, almost a

fourth (23 percent) of the electricians had been'train'ed

in private vocational schools. Other related industrial'
experience was reported by 12 percent of the, journeymen in

our sampl6 but was.an, especially important source of training

for eleetricians.and ironworkers. This form of-training
was very important in San Francisco, .where many craftsmen

were trained in the shipyards, and in Houston, wheie'the oil
-fields and shipyards were important scurces of craftsmen.

The military yas a source of training for- 11 percent

of our interviewees but.accounted for 15epercent of electricians,
13, peident of carpenters, and 12 percent of ironworkers.
-Only 2 perCent of our interviewees hadeartioipated in
government training -programs, but 7 pe cent of electrician's
had received this form of training. Ten percent of. the'

-journeymen had had no training At 411 before joining-the union;
,2(). percent of the ironworkers were in-this Category, These,

44orkers ordinarily' first worked on perMits and then became

journeymen.. ,

'15
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Apprenticeship.Trainih9 and Employment and Earnings

In construction, more than, in any other industry,
regularity of employment serves well as an indication of
ittractiveness of a worker t6 employers and as a good, proxy
for his earnings. This is largely because ofthe_casual_ _

and unstable-relationship between workers and employers
and-because-aIl journeymen receive the same wage rate.
There is no wage hierarchy such as exists in; other in-`
dustries.. A less skilled manin another industry might. work
just as ,regularly as his better skilled counterpart but at
a t.eduCed rate. IA construction, the' less skilled man works
at the same rate-but for feWer,hours than his better skilled
counterpart: Stated another-Way, the, rewards for good work
in the-bUildin4 trades are steady employment (considered
.n,:this_section). and/or promotion (considered in the following-
tectioA):, -

The,claim that apprenticeship graduates tend to work
more regularly than journeymen -Zdmitted through other
routes was tested by'drawing samples of journeymen's
names and the hodrs'they worked in recent years from each
cooperating -union's pension, or health and welfare fund
eligibility list.15 To reduce methodological problems
the names of traveling members of other locals, nonMembers
working on temporary perMit, paid-union officials, members
identified as having joined the union or retired during.a
sampled year, inactive members, current apprentices, and
thoge who had died were excluded from the sample.
O

,The names teMaining in the samples were those of
active journeyman members of the unions being studied. '-En
order.to trace apprentideship backgrounds, the names mere
checked with apprenticeshipcoordinators and with records
kept by the Bureau Of Apprenticeship. and Training and State
apprenticeship agencies to determine which journeymen had

-Acompleted apprenticeship programs. c

The employment experience of the apprenticeship graduates
Was then compared with the others. The results of the-
comparisom, shown in table 4, emphatically support the
hypothesis that apprentiCeship graduates tend to work more
steadily than informally trained journeymen. Of.119 percentage

15_
we attempted to obtain at least 10 percent samples

ofall but the largest Unions, although-this was not al-
sways possible. Our samples ranged...from 1 percent-of the
active membershi

York,
of the Bricklayeis Executive Committee

-121'e

in New Yk, (whoa officials would allow only a small
sample) to-over aperdent-of the membership of some ,,

smaller locals. Samples were obtained from each cooper-
Ving iOdal inall nine cities. ,

1" 4111'
)/d(r,

1'4141"'



TABLE 4. DISTRIBUTION OF DIFFERENTIALS IN AVERAGE HOURS WORKED BY
APPRENTICE-TRAINED JOURNEYMEN AND JOURNEYMEN NOT TRAINED IN

APPRENTICESHIPS, BY DIRECTION AND SIZE OF PERCENTAGE DIFFERENTIAL: BY TRADE

.

Differential Negative
(Not in favor of

apprenticeship graduates)

-Differential
Neutral

Differential Ptisitive
(In favor of apprenticeship

graduate's). Total
observations

Trade - 10% or -1.0% to -.1% to Zero .1% to 1.0% to 10.0% to .20.0% and

below - 9.9% -.974 .9% 9.9% 19.9% above

Bricklayeis 1 3 1 1 8 4 3 21

e-

Carpenters 9 1 8 2 29

Electricians. . 1 7 4 4 16

Ironworkers 2 7 4 I ' 14

Plumbers and
riPefitters 1 2 18 1 25

Sfipet Metal
Workers . 3 7 3 14

Total, all
trades 8 1 6 56 31 14 119

SOURCE: Calculated from data in Tables s7 ,through 62.
which were deiived from samples of-hours worked obtained
from union fringe benefit records.

O

17



differentials in average annual hours workedby apprenticeship
graduates and others, 100 were greater than 1 percent. Only

differentials were less than -1 percent, while 9 fell
between -.9 percent and .9 percent, Thus64 perdent of the
cases support the hypothesisthat apprenticeship-trained
craftsmen are more troadiy trained and suffet Idsg from-un-
eMployment than other'journeymen.

Further, among the 41 local jurisdiCtions in which these
119 observations were made°, apprenticeship-trained men worked
consistently more than others in 32 jurisdictions. :Moreover,
the hours-worked aifferentials which are faNeorable to
apprenticeship as a source of training are as large as they
are numerous.. There were 31 differentials between'10 percent
and 20 percent, 11 between'20 percent and 40 perdent, and
3 exceeding140 percent. Thus, nearly half of the "favorable"
comparisons exceeded 10 percent; bycontrast, only
"unfavorable" comparison (-17.6 percent) was below -10 perOent.

Problems of Interpretation

In spite of their strong support for the superiority of
apprenticeship-trained journeymen, our results are subject to
a number of data limitations:

cly Out data are often incomplete because we depended
heavily on-local,union cooperation, whiCh, in some cases,
was'not forthcoming.

(2) Our data alSo undoubtedly are biased)py factors
other ithah.training, such as illness. However, while we
might have missed some illriess-because of inadequate infor-
mation, there is little reason to suspect that this factor
influenced apprenticeship - trained journeymen any more than
it did those-who were informally trained.4

-(3) Similarly, factors like favoritism toward friends,
nepotism, age, and incidence of, moonlighting affect houts
worked, but there is no'reason to assume that these had
more influenceon apprentices-- than infotmally trained
journeymen. There is a possibility°that nepotism and
business agents' biases toward apprenticeship could have
influenced hours worked, knit we have no evidence' on this
point. We consider it unlikely, however, that business
agehts would discriminate against the majoritx of their
members, who have not served apprenticeships.

Similarly, since apprenticeship programs have been
registered only since the National Apprenticeship (Fitz-
gerald) Act of 1937, apprenticeship-trained journeymen
-are, on average, a younger group that others. However,

30



Since the advantageous effeetsef experience,probably 'balance
the ,disadvantageous effectsl.the younger age of apprenticeship-
trained journeymen probably.would not giVe4them an undue
advantage in .hours worked.

Journeymen moonlighting as contractors would tend to
have fewer, hours reported to the pension funds,, since only
hour's worked as employees are repOrted. The effect of moon-

, lighting on our results is probably insignificant, because the
practice is forbidden by-most unions and because we excluded
journeymen who were known to have moonlighted. Any moonlighters
remaining in the, samples may have been informally trained
,journeymen who had to work as contractors on small jobs because
they could not work regularly as journeymen.

On.the other hand, moonlighting is a transitional .step to
- becoming full-fledged contractors and since the best craftsmen

are likely to become contractors, apprenticeship-trained men
would be more than proportionately represented among those
workers, who moonlight as contractors. however, on the whole,
we do not know whether or pot this influence affects one group
more than the ether.

(4) The incidence of traveling also may bias the average
.hours worked in favor of apprenticeship-trained journeymen.
,Travelers were excluded from the samples, but if a member of
the local under study traveled outside the area in which his
pension fund-was in effect, his Flours worked for the year may
.be understated. 'Apprenticeship graduates probably travel
less than other journeymen since they are' less-likely to be
forced to seek employment in other areas because.of unemployment
in their home locals. While this phenomenon would bias the
hours-worked comparisonsyin favor of apprenticeship graduates,
the results would be consistent with the hypothesis that thp
better trained journeymen are products of the apprenticeship
system.

(5) Referral systems could have an important influence.
1% reducing the distinction between journeymen with different
types of training. If a formal "hiring hall system is used
or if the referral.system is organized on a "first in, first
out" basis, as,in some plumbers' locals, the referral'system
may have the effect of assisting less competent people to find
jobs, thus effectively reducing.the influence of training on
hours worked.

On the other hand, if apprenticeship - trained. craftsmen
occupy preferred classifications, as fheydo in most electrical°
workers' locals, the referral system'will cause ex-apprentices
to work more hours. However, this factor is compatible with the
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hypothesis that apprenticeship-trained journeymen workmore
because of their training, because workers who .are more compe-.
tent probably tend to occupy the preferred positions:

(6) It also is possible that the superior performance
of apprenticeship-trained journeymen could be due to selectivity
-of people with more educationl native ability, motivation, or
attachment to labor markets rather than to the nature of the
training per se. Our interviews with the journeymen themselves
suggest that apprenticeship-trained journeymen have higher.

. average levels of formal education and are.more likely than-,
informally trained craftsmen to have received trade- related
vocational education (15 percent of apprenticeship graduates
as opposed,to 10 percent of the others).

4

There is no evidence that nonvocational education gives,
an advantaae to apprenticeship-trained journeymen. However,
Vocational education probably helped those who received it,
although many union spokesmen contend that construction

41' craftsmen are better off without vocational education outside
the apprenticeship system. '

"Native ability"*and greater attachment to labor markets
could bias our results, but we have no way of knowing in which
direction. Presumably, the fact that apprenticeship-trained
journeymen are more likely to have friends and ,relatives in
the construction industry gives them greater attachment to
the market, but this' is more likely to have motivated them to
seek entry to apprenticeship programs in the first place than
to want to work.more hours after they become journeymen.

(7) There alSo is a possibility that the superior
perforMance of'appreriticeship-trained journeymen is due to
journeyman upgrading programs and not to apprenticeship
training. Our interview's show this to be a possibility
because informally trained journeymen are somewhat less likely
to participate in upgrading programs. ,

Thus, our results are not conciusive,ibut they strongly
support tyke hypothesis that apprentice-ship training produces
journeymen" who are superior to those with informal training.

ti

?apprenticeship Training and Advancement to Supervisory
Positions

. .

There is a prevailing belief in the industry,that the
broad range of skills acquired in apprenticeship, including
blueprint reading and layout work, should prepare apprentices .

to advance into supervisory positions easily. If this is true,
apprenticeship graduates should appear as foremen and super.-
intendents in relatively greater numbers than informally

to
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_ trained. craftsmen: Further--; among a given group of active
journeymen, apprenticeship graduates would be expected to have
advanced to supervisory status more often and faster than
wo'r'kers trained in other ways.

1To test the merits of apprenticeship in providing a better
upgrading outlook for its graduates, two measures were used.
First, surveys.9f supervisory personnel were-made with
cooperative contractors, and the percentages of apprenticeship --

grAduates among the supervisory work force surveyed were compared
wi the percentages_of apprenticeship graduates among the
journeyman samples drawn for the hours-worked comparisons.
Second, questions about supervisory experience were asked of
the+1,234 journeymen interviewed.

The, results of the survey of supervisory personnel, shown
.

in table 5, inclicate that, with some_variation by trade, gener-
ally apprenticeship-trained craftsmen are more heavily repre-
sented in supervisory positions than in the union membership as
.a whole. In 17 cases, the percentage of apprenticeship-trained
supervisors exceeded the percentage of aPprentioeship-trained
journeymen by 5 or More percentage points. In six other
instances, there were absolute differences of fewer than.5
percentage points. Thus the, number of comparisons."favorable"
to apprenticeship training was more than,three times greater
than the ,number of "unfavorable' comparisons, while several
cases contained ambiguous results.

Unfortunately, there were few returns from general
contractors who employ many.bricklayers, carpenters, and
ironworkers. Since - electrical, sheet metal, and plumbing
contractors were quite responsive, most of the comparisons
were obtained from those crafts. Interestingly, the latter
are the,crafts requiring the greatest nonmanipulative skills
perhaps that is why apprenticeship graduates in those trades
seemed to fare so well in thezcompari'sons of supervisory
personnel.

The data from the journeymen interviews were even more
favorable toward apprenticeship. The apprenticeship- trained
journeyman was more likely to work regularly as a supervisor
in all trades except ironwork. Further, apprenticeship
graduates in every trade advanced to supervisory status more
rapidly than did other journeymen. On,average, apprenticeship
graduates advanced 'from journeyman to supervisor faster than
did journeymen trained in other ways by 4.7 years in electrical
-Work, 4.5 years in ironwork," 4.3 years in sheet metal ,../ork,
3.6years in bricklaying, 1.4 years in carpentry, and'.6 years
in plumbing and pipefitting.

As in the hours-worked study, numerous alternative explana-
tions are available for the phenomenon of relatively large
numbers' of apprenticeship graduates in the supervisory ranks.
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TABLE 5. DISTRIBUTION OE' DIFFERENTIALS IN-PROPORTIONS OF APPRENTICESHIP
GRADUATES AMONG JOURNEYMEN AND SUPERVISORS SURVEYED, BY-DIRECTION

AND SIZE OF PERCENTAGE DIFFERENTIAL: BY TRADE

.

Trade '

Djfferential Negative
(Not in favOi of appren ii-Xship

graduates)
.

.
.

Differential
Neutral

.

.
.

Differential Positive
(In favoriof apprenticeship

graduates)
.

-Total
observations

-20.0% or
below

-10.0% to
-19.9%

-5.00; to
9.9,:k

-.1% to-,
-4.9%

7..ero
.1* to
4.9%

5.0% to
9.9%

10.0% to
19.9%

20.0% to
29.9%

30.0% and
above

Bricklayers 1' -

,..

CarPenters 3
. .

I
3.

Electricieni 1_ 1 1 .. 2 2 7
%

Ironworkc!s
- *

- 0 2 3.,

-3

Plumbers and
Pipefittert,, . . . 1 2 1 1 5

Sheet Metal.
Workers .

___. 1 3 -.1 6, . , .
Total, all

trades . 1 3 2 1 3 8 5 21 3 28
:. ,

.
SOURCE: Calculated' from data in Table 63, which were

derived from surveys of superviiory perionnel.
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Most of these -- favoritisM, the'effects of native ability ors,
education, greater attachment to the labor market, or,the effect
of journeyman upgrading -- have been dealt with already. An
additional explanation -- a natural proclivity toward organization
of effort and leadership ability -- is tempting, but the best
mechanic is not necessarily the best supervisor, although

_craftsmen probably are likely to respect competence in a foreMan
or. supervisor.

The age factor probably works against apprenticeship
graduates becoming foremen and superintendents. Apprentice-
ship graduates are younger:, on the average, than other
mechanics because apprenticeship programs are relatively new
in many areas, and many gradtiates are comparative newcomers
to their crafts. Some contractors have employed the same
supervisors for years and are.reluctant to replace them with
younger hands, thus making accession to, the supervisory ranks
difficult for otherwise qualified, apprenticeship graduates.
Still, the high Proportionpf former prentices in super-
visory. positions indicates that apprenticeship training
Imparts :skills -which would otherwisebe learned only through
-many years pf work experience.

Minority Participation
k

The issue of mdnority ,participationvin the construction
industry has received considerable attention in recent years.
Traditionally, minorities, and especially blacks, have been
greatly underrepresented in ,the mechaniCal crafts /in both
apprenticeship and journeymen positions. There have been
some significant changes at the apprenticeship leve4since

,441960, when minorities constituted only 2.2 percent of apprentices
in the United States. By 1972, however, largely as a result
of the apprenticeship outreach-program, minorities constituted
15.1 percent of apprentices. The apprenticeship outreach
concept was successful mainly 'because it presentea a method of
gaining entry for minorities thatvas compatible with,the ; f

legitimate interests of the industry and because the concept,
was based.14pOn a realization that changing institutionalized
racial pattern& required conscious effort by a dedicated -staff
denoted to a single objective-. Less progress has been made in
getting minorities into journeymen positions through the
nonapprenticeship route.

Our interviews throw some light on the nature and extent of
minority participation in the, construction industry. We'consider
our sample to be fairly representative im the aggregate, since

.-minorities -represented '9 percent of our interviewees; about the
same:as their membership in all unions. .Moreover, bur minority
Interviewees were distributed among the crafts:in about the same
way as they are knownto be represented in the whole industry - --
greater representation in the trowel trades and as carpenters
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-than ,among the mechanical crafts. Out results show more
minorities than whites have entered their crafts throughnon-
apprentiCe'routes. For all of our interviewees, respondents
wereabout equally divided between those who had entered through,
apprenticeship and those who did not, whereas minorities_ were
'almostJtwice as likely' to have entered through nonapprenticeship
channels.. r

Our evidence also shOwa minorities to be .increasing in
=proportion of construction craftsmen. They constituted
6 percent of those admitted befOre the 1550's, 10 percent of
those'adMittea during the 1950's, but 14 percent. of those
admitted between 1960 and 1972.

Our studies also show minorities lest likely than:whites
to have friends and relatives, in the trades, However, those
who entered, through nohapprentice channels were abOut as

\ likely as whites to have fathers in the trades, but less
likely tOhave fathers inthe unions,- Minorities who served
.apprenticeships were much less likely to have fathers In the

. trades but more likely to have fathers who were union meibers;
Wiichundoubtedly reflects the influence of apprenticeship

- outreach programs, which recruit from a variety of sources
at .contrasted with the greater reliance of "natural" recruit-
:ment of other Wofkets through friendi and relatives. There
is evidencei,however, that those who have gone through the
outreach proOams are likely to refer _their friends and
relatives to the program. -

'Minorities who come through apprenticeship programs,are
more likely ,to serve all ;or most of the time asforernen and
supervitors than those who dome intoothe crafts through other'
means, but minorities-served less often in supervisory
,positions than whites. , . 14/ 4

Minorities who come through nonapprenticeship routes are
more likely than whites to have some formal training,before
entering the,trades.' Vocational education 'has been a
particularly important source of minority bricklayers and
armed farces training was important for minority carpenters'
interviewees.

Our evidence therefore,supports the conclusion that the
outreach-programs have done a great deal to increase minority'.
participation in apprenticeship programs in crafts from which
they previously were underrepresented or t represented at all
but less has.been done, relatively, to incr ase the number of
black journeymen in these Crafts. Neverthel s, out sample
suggests that the'percentage of minority jourrieymen and
apprentices are increasing and that the proportion of minorities
:in our sample entering through nonapprenticethip\ outes is o
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greater than that of whites, suggesting that unions have not
"closed-the back, dO6e" to minority entry as,iS often claimed.
Finally, we ,also have evidence that, once in, minoritieware
likely to "institutionalize" the entry of minokityceaftsten
through referring their friends-and relatives t tie unions.

It was not our purpose to analyze the forces influencing
minority entry'in the. construction industry, but the ever
Whelting,impression from our interviews 4.that unions have
been responding to civil rights groups and laws and other legal
measures. making.discrimination jn their response, the
unions' attitudes toward apprenticeship-and infortiliy trained
craftsmen must be Consideied within the content of union
leaders' commitment to ptotecting and advancing their members'
interests while reconciling pressures fibt.emplOyeri, government
agencids,' and. community groups. Natibnal'union leadersreilizeo
that a failure to respond to pressures bend discrimination,
will threaten these mechaniems,and therefore tend to support.
programs like apprenticedhip outreach which are compatible i9-th
the presetvation of traditional control me6hanisms while facili
rating orderly changes in minority participation patterns.

a

StungIdina
,

,.

,

, . Despite inheient methodblogical and data problems, our
study prOvides strong evidence that apprenticeship training
gives-construction craftsmen considerable adVantage over those
'trained by informal,means. Apprenticeship gradUates worked
more steadily, leaped the trade faster,, more likely to

.

be supervisors, and acquired supervisory status faster:.
-.

.

,
While many construction craftsmenhave not served

apprenticeships, 41 'unions, with the apparent exception of,
the bricklayers, started giving increasing emphasis to

... apprenticeship ,,during thej950's and 1960's. A large majority
of those not serving appeenticeship'learned' their trades in
open shops Or while working as laborers-or-helpers. While
all othet sources of training were less important, significant
numbers of particular. crafts wereotrained in vocational schOols

2 other industries, and the military.

Generally, the entry requirements ,reported-by union
officials,resembled those reported by journeyman interviewees,'
although in some cases, like the experience requirements for
-direct-admission,- the current journeymen reported lower leVels
of experience when they entere&than the formal requirements.
,However, the requireMents may haye changed after these craftsmen
.entered.

The mast stringent r uirements for direct admission
were imposed by.the pipe cedes, electricians, and sheet'
metal worker's and the least stringent by the bricklayers and
carpehters,"with the ironworkers in between. All locals use
-traveling cards, and some use permits to take in ckaftsten
who cannot qualify for admission. Generally, these vary
with the litate of :the labor market -- if membership unemploy-
ment,is laW, more permits will be issued.
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Our work indicated considerable flexibility in the
operation of construction labqr markets. A basic problem
in this industry is the casual nature of employment. The
most stable element in the construction labor, market is. .

the union, which performs most of the important training
and referral functiOna in the unionized commercial and t

industrial sector. In these sectors, the union 'serves as a
source Of workers for employers and jobs for workers.

Employers in these-seCtors usually have an interest in
dealing With the union, .which provides a supply of labor 2
whose.quality is fairly predictable at a contractual wage,
both of which facilitate'planning and bidding, on projects.
Residential construction is nOt as strdnglyorganized, and
the unions are'Weaker-in the commercial and induptrial
Sectors in the SOuth than they are in the :North and on the
West Coast.'

An overriding objective is protect wages and 'meet
employers' manpower needs in, such a way ag to gilve- them an
incentive to continue dealing with the union. th achieving
this objective, the union views apprenticeship as a means of
turning out a cadre of well trained craftsmen who'Will,have
'Strong attachment to their unions and crafts. Union d" realize
that'they'canmaintain their competitive position only if
their-members are 'more productiVe than the alternatives
available to an employer,. Moreover, business agents, have
'considerable difficulty placing poorly trained journeymen.
and,keeping them employed. They therefore tend to prefer -.1

'apprenticeship, to other types of training. ,

HOwever,othere are a number of factors which make it
difficult for unions to rely,exclusively.qn apprenticeshipe
as a. source of journeymen. For one thing, Many craftsmen
have learned the trade 'by other means and could'undermine
union conditions if they,were not organized. Unions will
therefore have less, rigorous entry requirements in places
where there are many workers in open shops, as in Houston,
or where there are other industries turning out-craftsmen
who could work in the construction industry. In our sample,
shipyards, oil fields, and industrial maintenance crews were
important sources of craftsmen in some trades.

et
;
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The unions'ability to rely on apprenticeship also will .

depend on the ease or difficulty of learning.the tradewithout
related or classroom instruction. Since,parts of even the

most demanding trades can be learned on the job, unions always

will face some presiures from those who learn their trade from

on- the -job training alone. However; the bricklayers, carpenters,
-,and ironworkers face stronger external supply pressures than

the sheet metal workers, electricians, and plumbers and pipefitters.
, .

In general,'apprenticeship requirements were more standardized,

,more,stringent, and more uniformly enforced than the standards
for direct journeyman- admission. This situation is not sup,

.. , prising, because the union obviously takes less risk and incurs

i:ledS post-by 'dmitting a journeyman directly than by accepting

...anapprentice. ' is much easier to determine a. journeyman's

ability "to do' the, ork than tb-determine the prdbabliitY that'

an apprentice will bemilling:and able to learn the trade.

}Moreover, the journeyman can be.:bertificd for only that

specialty within a.craff he dan,perforth while the apprentice-
..

ship graduate is expected' to be able to perfotma larger part

;Of the,, work in a craft.i,

e"

These admission standards and* permit and traveling

'card system llow c siderabie flexibility in adjusting labor

supplies-to emand on itions. As labor markets tighten,

unions can i sue pe its and admit journeymen as specialists,

certified f only. part of the craft. Unions can recruit

limbers in pen shops, from the ranks of-helpers and laborers,

and from re ated industries without threatening the long-run

interests o the bore of union members trained in apprentice-

-Emp yers.will prefer the better, trained journeymen
but'will n t always-be able to hire them. -

Our w rk suggests that a major problem for construction

, labor mark is is unemployment caused by the fact that 6 million

craftsmen re seeking to fill 3.4 million jobs.16 Indeed,

according o. U.S. Department of Labor statistic's, in'1972

the condt uction industry unemployment rate averaged 10.3 per-

cent as c mpared with 5.6 percent for all workers. As a

consequen e, many,of the construction unions' procedures

are based on efforts to Protect the conditions of workers

who helve made heavy inveet4;ents in'heir skills and jobs in

a,Nery fluid labor market. :"he obvious sblution for those

who ish to overcome-the "depression mentality" whiCh eads

to rotective barriers is-to reduce unemployment.

16Daniel,Ouinn-Mills; Industrial Relation and Man-,

power in Construction .,(Cambridge, Mass:.: M.IMR'Preas,

1972Y; p. 4.
.
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Specifically, in the construction industry 'ublid policy
could attempt_ _to reduce unemployment by encouraging_ better
management techniques which would reduce-overall costs.
-Under..present ktrangements, the C6nsequence'of poot,construction

oan'be shifted to workers In the form of higher
, UneMploymeht, sitide few workers have job rights. Unions
Could attempt to reduce the employers' motives for creating-
unemployment by pushing for annual eniployment guarantees,
which- would-give,eipployers,a-Motive to, use better management

.

,practices and to brin4:2More'pressures on government to
maintain-full

With respect to the supplies of, construction craftsmen,
'there isno indication that the system is not flexible

, enough that supplies do.not adapt fairly readily to flup-
tuating:,demand.- As noted above, the anions employ -a Variety
of techniques to achieve fiexibiVity. liOweVer, if demand
Is regillariaed, there will be a greater demand. for well
trained craftsmen: Indeed;. both craftsmen and consumers

, would be better off if construction industry training were
improvedto give moreil#OilmailY trained` journeymen the
benefits of the apprenticeship system. 'We therefore
recommend,:

(1') 'Expansion,add'improVement of apprenticeship.
The Department'of Labor might undertake a number of\demon-
stratiOn projects to improve the nature of apprent4deShik
training by working with the pro§ramsito examine tracining
techniques-"ands ays to improve the oPetation of the system.
The establishment of training laboratories related directly
to Apprentideship, should be explored. .

'Demonstration projects also couldjbe launched to'
expand'Appranticeship into new areas. The training labo-
ratories proposed aboVe, could explore the feasibility of
expanding apqenticeship to new' nonconstruction(arcas as
well.

. .

(2) 'Upgrading programs for construction craftsmen.
Unions could do more than they have\to actively identify
and seek-out laborers,. helpers, and others who might be
upgraded to journeyman:status,. pnionization'of.residential
construction would brin47thOlienefitsof .collective' bar -
gaining and unionized training programs to these workers.
Of course, unions undoubtedly would want to adopt safeguards
to prevent nonresidential standardsfrom being i.eakened,by
competition from the " residential sector. Unions and
employers should provide training opportunities making it
possible for workers in different sections of the industry
to move into the most higKly, skilled areas..
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AlY Theestablishment of mUChbetter re ordkeeping and

information retrieval systems. Apprenticesh records are,_
in a'craftsmanIsbase, at least as iMPortan as bollegerecOrds.'
'COmglete and accurate ecords therefore sho d be maintained.
We:found considerable variations in thequ lity of apprenticeship

re0OrdS frOM,plabe. to place. Inane case, for'esamPle, We-were
unable to carry out,our analysii as effectiVely.as we would have

geferred becAUSe a local BAT representative had a directive to
dispose ofallrecOrdi over 5 years old!

. .--

(4) Broad training of craftsmen by,public agencies --

especially. Federal insaallations with .construction activities.

This would serve the plklic interest 'in-providing better trained

craftsmen. As indicated in our interviews with active journey-

,shipbuilding and then move to "uptaWn" construction work.,
men, some construction craftsmen receive their training in.

If training of minorities in shipbuilding were improved; such
transfers for minority entrants wouad be, facilitated;

4
0)-'Im rovement of cOnstruction_wOrk to attract oun

-workers into e,. n ustry. Pub ic agenoies, n cooperat on with '

unions, employers, and educational. institutions, could do much

tozodbat preVailingbiases-againSi Manual-work. This-Might be

Ore by making .crafts "open ended' by providing for public'

'education- faCilitiesc in cooperation.with-industry'representa-
tivet,.to,permit and encourage construction draftsmen' to becoMe,

engineers, architects, and other professional:and technical
.Workers,'As is di:me ingiome -European countries.

,

. . .

One encouraging-effort in this direction is the Dual
EnrollMeni Program conductedby the International Union Of
Operating_ Engineers.under'funding front the Manpower Administra-

tion, U.S. Department of Labor.11 The Dual Enrollment Program.,i.

'is designed to. provide. college credit toward an associate of
science in...engineering degree for work- experience and'related
training received. in apprenticeship n addition, the project

ikia`a
seeks. o establish linkages withA'7yea colleges so that credit

earned-in the; rograM can be.applied tow r bachelOr's degree._

As of January 1974, Dual Enrollment prOgrame 'had been fiegOtiated

between joint apprenticeship committees and community colleges
in alMoit a dozen. places end more thafi:406 apprentiCes were

participating in the project. 'Preliminary reports indicated
that although the program has not keen totally' successful at all

.-sites, it has demonstrated favorable results. In brief,,. it has

conferrer!- higher status to participating apprentices, enhanced
their motivation to learn and their educational, performance, and

-.

expanded,4eir career options in construction. . .

fir :frt:

I
'
i:17Reefie Hammond, "Dual Erwollment as An Operiating Engineer's

Apprenticeand An ASsociate of .Science in Engineering,"

. ,(Washington: National Joint Apprenticeship and Training Committee

for Operating Engineers, 19141. '. ; .
.

A ,
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In addition to the efforts of, the Operating Engineers, other
steps are being taken to combine academic credit with apprentice-
ship training. For examOle, some union locals studied in the
San Francisco Bay area conduct the related training portion of
their apprenti,ceship,programs in local community colleges,
which iffturn offer college credit for this classroom experience.
More needs to be, done in applyingcollege credit to apprentice-
ship training, and the aforementioned pilot efforts demonstrate
the possibilities.

(6) Measures to increase minority participation. The
problem of minority participation in construction apprenticeship
programs has been overcome to a substantial degree bAtthe
apprenticeshipoutreach programs, as indicated by an increase,
in minority participation from only about 2.2 nrcent of
apprenticet in 19601° to r15":,1 percent in 1972.-"-

.

Our sample confirms the impressiork that the main area of
minority underrepresentation is at the journeyman level,
patticularly in the pipe, electrical, sheet metal, and iron-
workers' crafts. ,Since most of these crafts are. emphasizing
apprenticeship as the main entry route for journeyman status,
and since minorities are entering apprenticeship programs
at an increasing rate, there ultimately will be more minority
journeymen -- assuming a satisfactdry completion rate for
minority apprentices and industry acceptance of minority
journeymen on a par with whites.

/ The main problem, therefore, is the informally trained .0

minority journeymen who, for a variety df reasons, remain
outsidethe unionized sector'of the industry. While this
Study has not provided any way to attach weights to these
reasons; some fac rs are obviously more important than others.
Racial discrimination remains important, but contractors and
unions also are c cetned that public pressures will force them
to adopt quotes which they believe might ignore the qualifications
problem..

Public policy,should therefore attempt to deamith
the industry's legitimate interests while seeking to

,eliminatg discrimination based on race. In,our judgment/
the, best way to do this would be to:

18Ray Marshall and Vernon M. BriggstJr.,. The Negro
and Apprenticeship (Baltimore,. Md.: ,Johns Hopkins.
Press, 1967).

.

19U.S4 Department of Labor, .,Office Information,
'News Release No. 73-206 (May 27', 1973). (
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(1) Take measures to reduce Unemployment in the industry.

(2) Extend the outreach concept to 'journeymen. According

to Manpower Administration data, existing journeyman outreach

programs had-placed a total of 6,274 men in 17 project location

sites by February. 1973. These efforts, should be encouraged and

continued.

., We have no evidence from this study that there are large hum-

Apers of qualified minority journeymen whcOlave been denied admission

to-- unions .because of their race. EoweverinstitUtiOnalized
discrimination probably canbest be overcome by joutneyma
outreach programa that seek out workers who can meet the
industry's qualifications, .as was the case. with apprenticeship
outreach.' This technique would make it possible to detekMine
whether there are many qualified craftsmen who want to.be
admitted-to the construction unions, and whether those who want to

'be admitted, receive journeyman- status. The adoption of upgrading

programs, such as the-ironworkers's_prograt and journeyman'training

programs imother -crafts, would make it- possible for minority

craftsMen.who are only partially trained. to qualify for More

highly-skilledpositions,

Our, studies show shipyards to be an important source of
journeymen'in-the construction industry who have not served

apprenticeships. This undoubtedly is because shipyard construc-
tion journeymen tend to have high turnover rates, probabiy:bedause

the work is-More difficult and because wage rates are lower than-

in,commercial and industrial construction. Since many 'minority

construction workers have been trained in the shipyards, it might

e.useful to establish a demonstration project to-recruit journeymen

Who are learning shipyards for work in'commerCial and Industrial

construction: This demonstration pkoject should be preceded' by an

effort to collect information to confirm:

(a) minorities are going into shipyard work at an

increasing rate, .

(b) minorities share in the high turnover rate

experienced by whites,

(c) whether or not blacks are entering the construction
industry when they leave the shipyards at the same rate as

whites,

20U.S. Department of Labor, Manpower Administration,'

"Statistics on Journeymen Outreach and Training Program"

(Washington: U.S. Department of Labcir, Manpower
Adminiitration, multilith, 1973), Table II, "journeyman

Outreach and Training Program Cumulative Total by Program

Sponsor."
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(d) -whether-many of thesO4dx-minority Shipyard workers
would iikeio.enter construction crafts, and

(e) what would be required to get these minorities into
the construction unions.

13) Inject the public's interest. into the determination
of journeyman qualifications. We have no evidence from this-
study that unions generally are unduly restrictingzthe numbers of
craftsmen.or that their qualifications-are unreasonable. However,

. there is a widespread belief that these assertions are true. More-
-over,'public .suspicion will continue-as long as the local unions,
with a vested interest in controlling- entry into the trades,
determine the number and qualifications of those to be admitted'.

'We therefore recommend the establishment- of national tri-
partite (i.e., containing union, manageFent, and pUblic
repreientatives) journeyman standards boards in each craft
to-adopt uniform national standards and to approve local

,deviatiOns from th6se standards. National unions tend to be
less restrictive than their locals, so national determinatiOn
would be more in the/public interest. Since local conditions
in the construction industry sometime- necessitate local
variations, such a system could provide for these. Minority
repieientatives als6 should be involved in-the- process through
,which journeymen and apprentices are selected.. The tripartite
procedUres adopted in the so-Called "hometown" plans should be
Studied to see if it is feaSible to,expand,the concept by having
a ,natiOnal tripartite board to oversee all of these efforts and
hear appeals from them where minorities or industry representa-
tives have local disputes,:

/ (4) .-Establish an- -appeals procedure for individuals who
think they have been unjustly denied admission. Such an appeals
procedure probably woUid,not be used very much, but its
Availability would have a salutary effect on local officials
and would allay pUblic suspicion of the industry. aoth th9
national journeyman Standards boards and the.appeals procedures
should be established at first by industry.
..

, The role of public policy in these efforts might be mainly
to encourage them and to defray the-costs of programs not directly

,beneficial primarily to unions or employers. .These include the
costs of outreach programs and perhaps the costs of the journey-
man standards boards and appeals procedures. Of course, govern-
mFnt must not permit these procedures to substitute for rigorous
enforcement of antidiscrimination laws. We believe, however,
that within the framework of effective antidiscrimination laws,
these.voluntary approaches can be more'effective than legal
procedures alone.
_ .

3i
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Groups. interested in minority participation in the con-

struction industry should pay particular attention to the ways

nonapprentices are admitted to the unionized programs because

the programs adopted shouldbe compatible with the realities

of these admissions procedures and qualifications. Morgover,

attention to.these matters might facilitate challenges to standard's

_Considered to.be discriminatory.

(5) Finally, the process of entry for minorities and

whites alike would be facilitated by the issuance of written
guidelines for entry into unions through the nonapkarenticeship

method. These. guidelines need not be rigid, and, indeed, might

-state the conditions under which they might be relaxed or

waived. These guidelines could be adopted through the

tripartite mechanism suggested above for the adoption of

Standards and procedures.
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Chapter II.

THE CONSTRUCTION INDUSTRY AND THE BUILDING TRADES'

.
. .

Contract construction-comprises three major sectors:
highway,and-heavy .(including tunnel and pipeline work);
commercial,anctindustrial;and home building, which includes
single=family and multi-family low -rise units: Home
building:is soM times confused with "residential" constructiovo

4
whicivinclude

13

,th hoMe building and high-rise apartment
1011building. C racting,-firms are of two major types: _general

contractors, who undertake entire projects, and specialty
Contractors., who dd.parta of lager jobs.- Although there are

, many large and highly visible contractors with nationwide
operations,,the vast majority of contractors are small firms,

7-41sUally specialty contractors, who hire only a few workers.
Many firMs, in fact, consist of only the contractor who:works
with his tools and operates almost `entirely in relatively.

small local areasj

Employment Patterns in Construction

It is difficult to specify the number of construction
workers, because employment in this industry is subject to
marked variation's. Not all construction workers are employed
full time in the industry; many spend part of each year either
idle or Working in other industries. Dunlop and Mills estimate
that in 1963, 5.4 million men filled the equivalent of 3 million
year-round jobs in contract construction. The ratio of 1.8 men'

per job also prevailed in 1970, when more than 3.4' million jobs
were provided by contractors who, because og turnover, employed
more than 6 million atone time or anotner,4

c.

s\r

1
For further information concerning the types of

firms. which comprise the. construction. industry, see -

William Haber and H. M. Levinson, Labor Relations and
Productivity in the Building Trades (Ann Arbor: Bureau

o In us ria e aticns, Universit7 of,,Michigan, 1956),

PP. .24 -26.

2 ,

Daniel" Quinn Mills, Industrial Relations and ManEoweE

in Construction (Cambridge, Mass.: M.I.T. Press, 1972), p. 4.
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There are significant seasonal and cyclical variations
in employment. Because of weathet conditions,, especially
in the North: construction activity contracts during the,.
,winter and expands ddring the summer. .5 Numerous workers
are attracted into Construction from other industries during
peiiods of intense activity; when payrolls are cutback,
casual workers-are displaced..

0

Employment, in construction, more than in any other
inaastry, is affeoted by changes in monetary policy. Because
financing is such an important construction cost, and because
most building can. be postponed if interest rates are high,
construction employment is quite sensitive to changes in the
cost of botrowing 'money. Thus construction activity and
employment -- particularly in home building tend to vary

3During the late 1960q, much work was-devoted to problems
'of seasonality in construction and ways in-which it may be,
counteracted. See, for example :, Robert J. Myers and Sol
Swerdloff, "Seasonality and-Construction," Monthly Labor Review,,
Vol. 90, No. '9 (September 1967), pp 1-8';J. A. RuSso, et al:,
_The Operational and Economic Impact of Weather on the Construc-
`tion Industry of the United States (Hartford: Tra'(relers Research
Center, 1965); J.S.I Department of.Labor, Bureau ofcLabor-Statis
,tios, Seasonality and Manpower in Construction, 'Bulletin 1642
(WashingtOn: Govetnment Printing bffide,'1970); Howrd G. FoSter,
"Labor:Force Adjustmdhts to Seasonal Fluttdations in donstruc-

.tiofi'," Industrial and Labor Relations Review; Vol. 23, No. 4
(July 1970), pp. 528-540; U.S. House of Representatives, Committ,
tee on 'Education and Labor, Seasonal Unemployment in the
Construction Industry, Hearings on HR 15990 before the Se)-c.,Ct
Sub.dommiitee On'LabOr, 90th Congress, 2nd Session (Washinciton:
Government Printing'Offide, 1968); Jan Wittrock, Reducing
Seasonal Unemployment in the Construction Industry (Paris: OECD,
1967); E. Jay HOweristine, "Programs for Providing Winter Jobs in
Construction" Monthly Labor Review, Vol. 94,.No.2 (February
1971T,pp. 24-32; U.S. Building Reearcli Advisory Board, National
Academy of Sciences- National Reiearch Council,_Proceedings of the
Year-Round/All Weather Construction Cdnference (Washington: U.S.
Buiiain4. Research AdVisory Council, 1968); Associated General
Contradtors, Proceedings of the AGC Conference on Seasonality in
Construction (Washington: Associated, General ConttaetOrs,of
America, 1968);- "Report by Secretaries of Labor and COmmerce on
Seasonality of Employment in the Construction Industry," Daily
LaboReport (October 8, 1968).
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inversely with the movement of interest rates. A side effect of
this_phenomenon is, that when general economic activity is slack,

interest rates tend to fall, stimulating construction employMent.

On the other hand, when aggregaste demand is high and interest

rates are rising, construction employment tends to be reduced.'

The Building Trade Unions

Dtinlop and Mills haye estimated that for the Nation, as a,

whole, roughly 80 percent of the regular construction work /force

had been organized by ;trade unions, although:this estimate

varied by trade, geographical.area, and industry segment.5

Home building'is much less unionized than commercial and highway ,

and heavy Construction. Large cities, especially, in the North,

are more highly unionized than small.cities. Further,'the'

casual labor forge is much lessoinionized than full-time,

construction workers; thus when both the seasonal construction

labor force and the regular construction labor force aretaken

into account, n6t nearly 80 percent of construction _workers are

unionized.

The-17 national.construction unions affiliated with the

..AFL -CIO are organiZed, into the federation's Building and

Construction Trades Department.6 The main non-AFL-CIO union

-

4For an exposition and\clarification of the rela-
tionship.betWeen credit donditionA and residential con!

struction, see Larry yJack Kimbell; "'An Econometric Model

of Residential Construction and Finance" (unpublished

Ph,D, dissertati6n, University of Texas at Austin; 1968) .

5John T. Dunlop apd D. Quinn Mills, "Manpower in

'ConstruCtion: A Profile of the.Industry and Projections

to. 1975," in Report of the President's Committee on.
Urban Housing -- Technical Studies, Vol. 2 (Washington:

Government Printing Office, 1968), p. 244.

6Asbestos workers; boilermakers; briCklayers; car-
penters; .electrical workers; elevator constructors; granite
cutters; ironworkers; laborers; lathers; marble, polishers;
operating, engineers; painters; plasterers and cement masons;
plumbers and pipefitters; roofers;.and sheet,Metal workers.
See' U.S. Department of Labor, Bureau of Labor Statistics,
Directory of National Unions and Employee Associations,
1971, Bulletin 175A (Washington: Government,Printing,Office,

1972), p. 5.
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representing construction workers is the International Brother,-
hood of Teamster-3. Many ,of the,se trades have,members who-Work
outside of construction e.g.., in the metal trades department
of the plumbing industry, in electrical manufacturing, in shop
work of various types -- but most members are employed j.n on-r
site construction.

Local building trades unions are chartered by the.inter-
nationals. Where an international union charters several locals-
In a city, district councils are:formed_to bargain, coordinate
apprenticeship programs, and administer pension and welfare
funds. In addition, lodals of different international unions
usually belong to local building trades councilsimuch as 'the
international unions belong to,the nation/ AET.,,,CIO's Building
and Construcion Trades Department. The local building trades
councils f;unction as construction labor's voice in publiC and
political affairs but have 1' tle economic power wit1 t11-44he
industry.

MOst.of cOnstructionqabor's economic power is concentrated
in thelocals or district councils rather than. at the interna-

:

tional level (contrary to the case of many industrial unions,
Where'vower is more centralized in the internationals). The.
lOcalize9 power ,structure of the building. trades unions is
derived from the decentralized structure of the construction
labor market. Since most contractor§ operate within small
geographical areas (usually a large city or several counties),
the 'construction labor market is- a localized, rather than.a
sectional or national, market. Each craft's collective agree-
ment is typically made at the local level b6tween the local
union or district council'and the group of contractors which
hires the union's members. "For example, the Electrical
Workers' local union in Atlanta bargains with the Atlanta
chapter- of,the National Electrical Contractors ASsobiation,
While the Operating Engipeers have a contract with the Atlanta
'chapter of the Associated General/ Contractors. These contracts
cover wages, working conditions, and contributions to penSion,
health, and vacation funds,and apprenticeship programs.

Although local bargaining is the mast common practicei
agreements at other levels are also,important. One is the
national contract between an international union and its
corresponding employers' association. Some of the agreements
delineate the conditions under which a nationalccontractor may
work in a given area-with a local collective bargaining .

agreement. Otherg, such as those of the plumbing industry,
establish industrywide apprenticeihip,programs; still others

'provide dispute settlement. procedures in cases of impasse at
the local level. Anothet increasingly, important type of
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4 9 .i.";



contract in the Nest and South 'is the,regional agreement, in

which several counties or even parts 4 States may come under'-

the terms of one collective agreement.
->

Whateyer the scope of the collective agreement, the

division of labor by crafts often leads to friction between

building trades unions over the allocation of particular

types of work. Although there are agreeMents among unions

delineating the work that may .be done by members of each

union, the introduction., of new materials and processes not .

covered .by these agreements causes disputes between craft

over theallocation.of work. Frequently, illegal jurisdic-

tional strikes_result from such disputes.

c
However, the industry haedeveloped machinery to settle

jurisdictional disputes, without work stoppages. Most contracts

designate the Natibnal Joint Board for the Settlement,of

Jurisdictional Disputes, coMposed'of'union and contractor
representatives and a neutral umpire, and the National Appeali

Board as the bodies to which,jurisdictional disputes ihotild

be referred. The Nationai.Labor Relations Board may also

intervene, but-contractors and unions seem to prefer the

simpler and fasten private dispute settlement procedures.8

A

Unions as Suppliers of Construction Manpower

A very important feature of the construction industry is

the fadt-that unions act as employment agencies for their

members and contractors. Few contractors are big enough or

diversified enough to employ large permanent work forces.

The volume of business -- and therefore the demand-for

labor -- expands and contracts often, sometiMt-dramatically.
Contractors thus typically maintain small (if any) permanent

cadres of supervisors and key journeymen and rely on- the unions.

to refer men to their job's when activity increases.

7John Dunlop, "The Industrial Relations SysteM in Construc-'

tion," The Structure of Collective Bargaining, ed. Arnold Weber

(New York: Free Press of. 'Glencoe, 1961), pp. 264-269:

8Mills, industrial Relations and Manpower-in Construction,

pp. ,20-21.
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The most powerful Construction union official typically .

ie the local business agent. He is charged with tbe.day=tO-
day operations of the union, and since he is an elected offidial,
to remain in office he must keep his constituency happy. His
most Crucial task, though -- and probably the most sensitive
in terms of social dynamics -- is the referral of workers to
contractors who need labor, As a manpower broker in an industry
which,is heavily,dependent on, quality manpower, the business
agent has considerable-influence.

Contrary to widespread belief, however, business agents
.

"do not have:absolute control of the supply of skilled mechanics,
nor are union hiring.haiis the:only.source of labor for union
contractors: In fact, the hiring hall was uncOmmon in the'
cbietruction industry while the closed shop waera legal in-
stitution,- for as'iong as union memberehip.was a prereqUisite
or'employment, Unions did'not need to oversee the referral

s ten. With the, proscription of the closed shop by the,Taft-.
Ha tley Act,. however, unions began.to use-exclusive-hiring. hall
arra gements, §upplanting the closed-shop with control over
job ferrals.-

.

Al hough, the National Labor Relations board (NLRB), in the
1958 Mou tain PaCific case, held referral procedures which
discrimin ted against ho members to be illegall° and subjected
offendirig nions to' severe financial, penalties undet the
Brow6,01ds ecision.,11 the NLRB also indicated that unilons
'coulcloperat nondiscriminatory hikirig halls. Subsequently,
and partially s the result of union pressure, the Landum--
Griffin Act of 959 amended Sedtion 8(f),of the Taft-Hartley

-"Act to allow unions to operate exclusive hiring halls if the
referrallprocedur s used objective and nondiscriminatory criteria

.such as length of, raining, proper employment under Collective,
bargaining:agreeMerite, work experience, and the like. This
provision'i coupled viith the 'Supreme Court's rejection of ,the

9
15hilip Ross, "Orig n of the Hiring Hall in Construftion,

Industrial Relations., Vol. 11, No. 3 (October 1972) ,

° pp. 366-279.

10Mountain
Pacific Chapt r [of Associated General

Contractors,) 119 NLRB 883 ,(1958), 41 LRRM 1460.

11
115 NI 594594 (1956),''37 LRM 1260.

.

\
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Mountain Pacific ruling,12 firmly establisheeklthe hiring-hall
as a iegitimate union function.' s Thus, in tklory,-referril
procedUres do not favor members over nonmetbers.

In -practice,, however, unions usually give preference
otb.members regardless of the terms of collective agreement,
and contractors acquiesce in order to avoid trouble with

unions. When a-nonmember is hired in a tiatemileie union
Shop provisions are legal, he may be required to join the
union after7 days as a condition of continued etploymeni.

If the ,union then, refuses to accept; him -se a member, he may

continue to work Tagardiesi of union policies,. 0

,

The above description of referral systems and hiring halls'

should not imply that the building trades apportion manpower

according to strict, formal procedures. With some exceptions,

usually in the pipe. and electrical tradee, the unions we' studied'

that have referral systems (not all do) use informal hiriàg
_procedures. -MOOt union construction workers find work through

individual jOb search, not through, the uniOns. ,711: union

journeyman who has worked in an area for a yearior two has cote

to know other journeymen, foremiS, superintendents, and con-

tractors. If he is laid off, he learns about 'other job oPPortu-

nitiei by .word of ,mouth. In feet, if he is a Ood mechanic, he

may be specifically requested by,a supervisor ,or contractor. Of

course, he Mi.it indicate to the buiinese agent that he needs

a new job, and when, a contractor asks for men he may be

(referred out by the agent. Byand large, however, competent
techanics-make little use of the' hiring hall except during

times of low employment, when the budiness agent's ciinticti-

areyaluable t(;) even the best workers.

Training for Construction Skills

Large numbers of journeymen have never received' formal training

iii "their- crafts; they simply "picked up 'the trade" by working at one

.job after.anot4er"until they acquired a wide range of job skills.

However.; many inforially trained men have only one or a few. skink.

Due to lack of opportunity,- ability, or motivation, they never
learned all of their trades, and consequently they are at a.dis-e'

advantage when competing, in the market with thoroughly 'trained .Aw

/mechanics. Sinceythose positions require an understanding of al

12Local'357, Teamsters v. NLRB, 365,U.S. 667 (18.61).

81 S. Ct. 835, 47 LRM'2906.

13For a detailed scription of hiring hall systems

and public policycre riling same, see U.S. Department of

labor, Exclusive,U on-Work Referral Systems in- the

Building Trades-(Washington: 'Government Rrinting Office,1-

1970)c .
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activities being supervised, it is also uncommon for a narrowly
trained,journeyman to work as a'foreman or superintendeht.

:Union off19,ials and contractors interviewed during this
project feel that broadly trainee} men are Most likely to. come
from the apprenticeship system. Apprenticeship in the
building tradei is typically.a 3- to 5-,year program which com-
bines on-the-job training for a wide variety of 'skills with
classrobm instruction .in such related subjects. as mathematics,
blueprint 'reading, drafting, and _layout work.

Apprenticeship progralita are financed .by monies from
negotiated fringe benefit funds and are administered, by joint
apprenticeship committees (JAC's) comprised of labor and
contractor representatives. Apprentices are usually
indentured to a contractor or to the union. It, is Increasingly
the case fOr'effective programs to be administered by full time
apprenticeship, coordinators, who see, that the program is -1;
followed, enforce class and job attendance, make sure that
apPrentices,are moved from job to job in order to broaden their
skills, and run the business end of the program., The graduate

j
of a well organized apprenticeship program is a journeyman who
has learned the practical skills of the entire trade, along.with
the "theory" of the trade which he must have in order,to become
an effective supervisor. In feCt, a common criticism,of
apprenticeship is that it has become a training ground for fore-
men, teaching more-than.most journeymen need to know.14

Union Attitudes Toward Admissions

The positions taken by union,officials concerning ad-
missions policies vary widely. International union 'officers',
viewing the economic and political strength, of their organiza-,
tions in terms of numbers of men organized, press for liberal

14Further
information regarding the apprenticeship

system may be found in F, Ray Marshall and Vernon M.
Briggs, The Negro 'and Apprenticeship (Baltimore.:, johns,
BroOkins _Press, 1967), pp.,11-25; George Strauss, "Appren-
ticeshiP; An Evaluation of the .Need," in Employment Policy
and the Labor Market, ed. Arthur M. Ross (Berkeley: Univer:-

'sity of California Press, 1965); and U.S. Senate, -Committee
on Labor and Public -Welfare, The Role of Apprenticeship in
Man ower Develo et (Washington: Government Printing
0 1964): Seeslso U.S. Department of 'Labor, Bureau

_

of. Apprenticeship and Training, The National Apprenticeship
Program (Washington: Government Printing Office,.. 1972):-

*CI
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.'admissf:;ozis Standards. i Lbcal otficials on the other hand,

are jealous' of their control over methberships and are Moecially

eager to. protect union age rates,. Thus, localsifficers somel-

times wash to restrict the number of men working at the trade-

in order to maintain the union rate.
#

The, degree.Nof unionization of a Iocallabor'Market affects
--local offidials' Opinion& as to the most deli able method_ of

e unionizedIn "highly, as /4ew York ":ity, Chicago,

or San Francisco,, there is relativelT.little Competition from -.

nonunion workers. The unions idthose cities Mend to use
,

apprenticeship.selection procedures to limit th number of ney

me9hanicS In' the. trades. In less organized area , however,

nonunion labor is =-viewed as a real threat to uni n jObs;- the

unions, therefore, use direct admissions and organization Of

open shops as, major routes of entry in efforts .to inionize the

, market'more 'thoroughly.
/'

Finally, businesi agents refuse to allow nonme
work'when,there is not enough work for UnionmeMbers

ersTO''
HoweYer.i

when the volume of construction activity increases, dome ,unions

allow nonmembers to work within their' jurisdiations;*irtt4ally

all locals, allOw travelers from "sister" locals to worlc. when

there are morejobs than the local members can fill. A109,

market conditiOnsAsiterMine the willingness of most iotal

*ions to allow, members of other locali to transfer their.

membership into their jurisdictioni. It is easier for a7-'

p .1, member to transfer when work is plentiful than during psiabds

oeslackemployment.15

Minority Hiring Plans

In'the.1964WS,ithere,waspresSu're on the unions to admit

more blacks and other minority groups to membership. As of

December 31, 1972plaris had been negotiated. by'or imposed on

lunions,in58 citieS in order to increase minority participa-

tion in construction. ,The plans were designed to recruit

qualified 'minorityljourneymen and apprentices who could enter

the unions thrpughtraditional,channels.

Moreover, the1 plans established.ca egories of "trainees"
young_ men who Could mot.gualify for apprenticeship programs

and "advanced.,trainees" older men Whose ,experience in

-15Jack Barbash, "Union ,:interests in Apprenticeship
and' Other Forms of Training," Journal of Human Resources,

Vol., go.,1 (Winter 1968), pp. ;63-85.



/
"'construction was not suffidient to qualify them as journeymen
but= who- too old 'to-enter apprenticeship programs, Arthotigh
some unions supported theM, theSe new categories were c;pposed
by many.labor'organizatiOns on the grounds that'the men placed
,in-them'wouid never really be trained to-do, journeyman work
and thuS that trainees were deluded into thinking that the
Plans would lead to permanent employment in construction.,...
Uniond resisted new categories as forces und4rmining the
apprentibeship,system.

-
.

- MinOrity representatives contended that since most white
jOutneymen were not trained-in apprenticeships, unions should
not t-attempt to forcelminoriltY aspirints to go= through' the
along apprenticeship prodess in order' to become journeymen..
The minorities als6 .assertedothat,new routeiof entry, in-
oludihg the "trainee" route's, Were nedeSsary,because the
"traditional" routes effectively closed many trades"t6 minority
Meiberships. These traditionael. routes of entry are-examined
in the f6Ilowirig chapter..

.7
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A

Chapter III
u

I

TRADITIONAL ROUTES 'OF ENTRY INTO
Tag'cousTitucTwN-uNIONs

There are several forthal and-informal thethods by which a
journeyman may/work under the jurisdiction of building trades
uniona in aviVen area. He may, as is increasingly the case,''
be indentured:as anapprentice, serve from Ito 5 years in a
coordinated programof training on the job and relatedOlass-
roominstruction, and be certified as a journeyman at the ead
of he4rogram. He may; on the other hand, simply apply for
membership as a journeyman-on the basis of having "picked. up
the trade" informally by ,working in' open ihops, as a-laborer
or helperor_ib the military. Men who enter unions in this
manner are/ sometimes galled "Joe Magees"or are said tohave
entered.mOff.th'e street" or "through-the back, door. It is

quite common- for a number of these men, to join when 'an 'open

shop is organized. They are usually given either a written or
a _practical.: test over their .knowledge of the trade, sometimes .

after .a /short prObationary, Period._ If a man is already a local
union member, he can usually transfer his,teMbershir to another
local_union.within. the international Fibally, a ir".th who is
not a "local union member may work -temporarily under the unionsi
jurisdiction. Some locals will work -only "travelers" from
other locals within their international; others will issue
"perthits" .to nonunion men .as well. Some locals charge fees fc:4'

permits or traveling cards; othera do not.

An understanding of the above process is crucial to; an appre-

ciation of the means by which'the construction laborlprce adapts
,to changing demand. Foi example, temporary permits 404 ;traveling
cards are almost nonexistent during times of highnempioymeni;
yet .when 'work is plentiful,, the wide use of permits Sitows workers
to,gainthe ekpeiience needed-to qualify as journeyMed later.
Whereplargely nonunion residential construction sectors exist; as
in the South and in smaller cities outside the,South4 they supply
many journeymen to the commercial and industrial construction
uniobs,.whereas the absence of a large unorgablged building indus-
try in Nevi York, Chicago; and San Francisco makes it.more difficult
for the unions in those areas to expand the work force when acti-
vity ,2increases, The volatile nature of demand for construction
labor dictates frequent layoffs, usually of less'skilled- mem The
burden of these layoffs, as will be. shown, falls most heavily On

those who do not have the'broad training offered in apprenticeShip
programs; their -skills are not sufficiebtly flexible to allow them
to' compete in slatk labor-markets.
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The remainder of this chapter details the qualifications
required of Workmen in, the building trades and the traditional
procegaes through which employment is-attained. InfOrmation
on these processes came primarily from interviqmps with union
officials, employer representatives, and5other nowledgeable
individuals. The bibliography contains a complete list of all
pergons (except for rank-and7fild-journeymen) interviewed dUring
the course of this study. N

,Bricklayers

The subordinate un,ions-of,the Bricklayers, Masons, and
Plasteretd-' International Union have jurisdiction over all
Masonry trade's in commercial, industrial, residential., and
specialty cons,truction. Included under these Categories are
bti:...klayers, stone masons, marble masonsp tile setters,
terrazzo workers, mosaic workers, pla*terers, cement masons;
and a host of specialty occupations dealing primarily in the
area of recent developments in Construction materials,,

. -of the bricklayers' unions in our study
:were ""mixed"" locals (locals with juriidiction over allmasonry-
-work in their Areas). New York .was an exception. to this. rule,
with many specialized lodals, including seven locals which do
brick masonry,only-. The New York BricklayereExecutive
Committee is composed of an eleCted representative from'each
local and is headed by an executive secretary electedby the
Membership at large. The committed bargains fOr all meMber
unions; establishesa_uniforM, wage rate, and represents 'labor
on the Zoint Apprenticeship Committee & Separate from the.
bricklayers and their organizationsare other specialized' locals
for the Setters,; mosaic and terrazzo workers; marble 'arid. stone
masons; and- pointerS, cleaners, and caulkers ("tuck pointers, ";).
Each of these unions has its own contract and apprenticeShip
program, except/Vhe tile setters, who work their way up from the
helper category.,

The mixed loc4s, in other cities have discrete membership
claseificationsiforibridk masons, stone masons/ tile setters;
and soon, but unlike the other Unions, the bricklayers have.
no categdry for brOadly trained mechanics who may work at any
phase of the trade. Instead, each meMbet'must qualify,
,,separitely, for-membership in -each classification in which he
wishes to work.

z,

lInterview with New York City Bricklayers' union official.
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Entry through Nonapprenticeship Routes

The process far qualifying for bricklayers' union membership
as a journeyman is not complicated, as-can be seen in table 6.
Virtually the only requirements for attaining journeyman status
in masonry crafts. are (1) getting two journeymen to vouch for the
candidate's ability as'a journeyman, and (2) the payment of an
initiation fee of about $200. Four locals require the candidate
to obtain his two-vouchers by demonstrating his skill on the job.
The process of:oiotaining vouchers must be followed each time a man
,wishes to qualify in.a new specialty; however, he pays only one
initiation fee. The voucher.system is not widely used outside the
bricklayers' union; as will be shown, tests for prospective,
journeymen have largely superseded vouchers in Ober-un--ions:

Entry through Apprenticeship

The apprenticeShip system has traditionally been an importaryt
source of training in the masonry trades; however, in recent years
its importance has diminished. Mills estimates that between 1958
and 1967 the number of registered bricklayer apprentices fell from
15,000to 9,000; or some 40 percent, with slight increases since
1967.2 In Jackson, the bricklayers have had no apprentices since.
1966, but the apprenticeship program was re-instigated in the
summer of 1972. In New York, the apprenticeship program has been
moribund for several years due to lack of funds.3 There are
similar difficulties in the San,Francisco local, where related
classroom training was not offered during the 1950 -'s and whose
apprentices in the northern part of the State still receive no
related'training. At least part of the explanation for the
decline.in masonry ,apprentices is decreased demand for bricklayers
caused by the substitution of new construction materials for brick.

The maximum age for first-year bricklayer apprentices is 24
to 28, 'except in New York and Austin, where the maximum age is 21
(see table 7). As is customary in the building trades,. exceptions
are "made for apprentices who have served in the Armed Forces.
Typically, the maximum age is raised 1 year for each year spent in
the military.

2Milis, Industrial Relations and Manpower in'Construction
"(Cambridge, Mass.: Press, 1972), p. 230.

3Interview on -June 26, 1971, in New York with Eddie Johnson,
director, New York Workers Defense League Joint Apprenticeship
Program.
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TABLE 6. REQUIREMENTS FOR ENTRY INTO BRICKLAYERS' UNIONS THROUGH
NONAPPRENTICESHIP ROUTES: 1971-72

Local unions-----__ ,,,,
.and tmated

.

act'
member-ship

...
Interview

Yeirrof
experience
required

g.- .1 , ,
Probationary

period
-required,
.

-,
Type of

test

Number
of .

vouchers
required

Votc-of
membership

f
Initiation

fee

Bricklayers Local 8
(A ti4nta); 800

.t

. ,

Bricklayeii Local 8
lAirstin); 2oa .

Bricklayers-EXecu-
.tive Committee
(N.Y;); about 6,500'

Bricklayers Local 7
(Houston); 800

Bricklayers Lcical 55
-:(Columbus);550

Bricklayers Local 15'
(Jackson); 100

Bricklayers Local 21
(Chicago); 4,000

r

Bricklayers Local 7
(San Francisco); 290
- : -

Bricklayers Local 8
(Oakland); 415

--

- -.

--

\\--\
--

--

--

--

--

--

'
--

--,

--
.

4\
(U

%

nwrittcn
itile)

,
N,

--

--

/

.

"apprentice irii-
prover" status
(for those who
cannot qOalify
at first)
. --

--

,

--

--

--

---/' -

--

--...:

--

,practical;'
I over trade,

on job site

-- ,

practical;
over trade,
on job site

pra,Itical;
over trade,
on job sitc

practical;
over trade,
on job site

2

.
2

2

2

2

2

'2

--

.

--

--
.

--

i
--

--

--

$200 ($180
-for apprentice
improver)

,

$200

.
varies from

local to local

$227.50
r_

$162.75

$125
/

$200
.

of ,
i209:25

,

$270

SOURCE: Interviews with bricklayers' union business agents.

48

5..9)



or

t".

TABLE 7. REQUIREMENTS FOR ENTRY-INTO BRICKLAYERS' UNIONS THROUGH
APPRENTICESHIP PROGRAMS: 1971-72

Requirements for Indenture

Local
union:s ,

Ageg
range

Formal
education

Type of
test Interview Fee

gricilYers Local 8
(Atlanta)

Bricklayers Local 8
(Austin)

Bricklayers Execu-
tin Committee,
(N
\evYork)

\
Bridklayers LOcal 7
(Houston)' ,

Bricklayers Local 55
(Columbus

Bricklayers Local 15
(Jackson)

Bricklayers Loca12I
(Chicago)

...t.:,_

BUZklaiers Loca1,7
(San Francisco)

Bricklayers Local 8
(Oakland) '

17 to 24 (27 for
ex- servicemen)men)

16 to 21,(24,14
ex-servicemen)

17 to 21 (24,,for
ex- servicemen)'

17 to 28 plus
time in military-
=Ace

18 to 25-(27 for

, ex-servicemen)

18 to 25 (30 for
'ex-servicemen)

.

17 to 25 plus
time in military
service

18 to 25

--
17 to 21

. ,
..

high school (may be waived)

^

high school diploma
or GED

must be hired

,
,..,

...'high schooltdiploma '

or GED 0

high school diploma .

-.., '
high school diploma
or GED

2 years high school

high school diploma
- -or GED

high scliool diplonx

7th-8th grade rrath

--
,

by contractor in advt

--

GATB (aptitude)

e-

aptitude

aptitudC: Physical
exam

--

--

4 journeymen (busi-
itess agent and
others, elected) ,
. .

JAC

ace

JAC .

MC

JAC

JAC 0

/

JAC

JAC

$35 paid at end
of 12-wOk
class*

--

50% to 60% of
journeyman
fee

$28.50

S5.75
.

S45

$160

$105 (1/2 of
journeyman
-fee)

$135 (1/2 of
journeyman
fee)`
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TABLE 7 (continued)
Requirements for JourneyMan Status

Local
-

unions
Duration

of program.

.

s.

Tests
.

Interview
Vote' of

membership .

Number
of

vouchers
required

.

. Fee
.

Bricklayers Local 8
(Atlanta)

1

,

Bricklayers Local-8
(Austin)

P

Bricklayers EXecu-
tive Committee
(Ne(v York)

Bricklayers Local 7
: (Houston)

Bricklayeri Local 55
, (ColUmbusy

Bricklayers Local.15
(Jackson)

Bricklayers Local 21
(Chicago) :

Bricklayers Local 7 -

(San Francisco)

Bricklayers Local_8
(Oakland) . .

. .

'' year. s including.
12-week preap-
prenticeship; only
for brick and
stone masons ..-

3 years

4 years .

,

3 to 4 years

4 years
.

3 years
.

43 years (12-
week-preap-
prenticeship)

4 years

_ 4:years (up_to_3 -

- yea6 credit fOr
prior experience)

, --

,

no final exam

--

at intervals

no final exam
.

--

--

--

quarterly; no -

comprehensive
final exam,

--

.

--

--

--.-

_.

-

--
, --

--

--

,

--
.

--
.

--

--
,

--

--

--

--

.

2

2 a

2
/

--
.

.

--'2

.. 2'

2

,

2

$65. (total membership fees
of $100)

.

.. .

.

$100 (= total mernisership
. fee)

J
none at completion of .

.prograM (total' membership
fee = 50% to 60% of journey

-.!,nfa,n fee).

$100 (total membership fees
of i128.50)

none at completion of.
program (total membership
fee=S5.75)

$80 (total membership fees
of $125) .

- none at completion of pro-
,gram (total membership
fee=5.160)

$104 ttotalmembership fees
' of $270)

. .

$135(total membership fees
of-$270) .

SOURCE: Interviews with bricklayers' union business agents.
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, Most programs require high school diplomas Or th equiva-

lent_(GED). -About half require the_ passage of an aptitude test

usual4 the GATB, administered b to employment sefvices),.

0 Most applicants axe interviewed b e aAC prior to acTeptance,

' Initiation feeS Are.lOW: i_nodt- Study Cities, the'onl feed

that exceeded $50 were the $160 in Chicago, $135 in Oak and,

. and $105' in San FranCisco.

Bricklayers' apprenti6eship programs are 3_to 4 years,long
and provide training only in brick and stone masonry and\cinder
block:work. Iri the mixed locals, men in other classifications
become journeymen after working as-helpers for several y4ars.
Less emphasis is placed on related classroom training than on

-

manual work at the job site; there are few tests and no'cbmpte-
hensive final examinations (which are common .n. other tra es),.

Each apprentice must secure two vouchers when he "turns out," .

or graduates, froth the apprenticeship program. Most locale
charge.fees at the end-of the program, but in only three of our
study cases (dackson,.San Francisco, and Oakland) were. die \two
fees paid by apprentices-,as much as the fee paid by journe en

who,enter without serving apprenticeshipi.
./

Transfers From Other Locals

The process of transferring from one bricklayers,' local to
.another;is uncomplicated (see table 8). In fact, aj,ourneyman
member in good standing may transfer to another local automati-
cally, subject to a- nominal fee. A San Francisco Bay Area \*

business agent expressed hii ocal's policy thus "When the
market is good, we accept anyone with an-internationar card --;
either as transfers or as permit workers -- whichever way they
want to 'have it. "4 The only exception to this pattern was
found. in New York, where transfers,amonglocals represented blfl
the Bricklayers, Executive committee were discouraged for admin.-2

istrative purposes. There is valid reason fOr this: shifts'in\

the - location of contracts might lead to oftstant and'unnecessar1C,

movement of membeXs among the locals, causing much superfluous
paper shuffling and financial troubles but providing no flexibi2
lity that does not already exist under the pe'rmit system.

4Interview with San Francisco Bay Area Bricklayers' union
official.
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TABLE 8. REQUIREMENTS FOR TRANSFER INTO BRICKLAYERS' UNIONS
FROM OTHER BRICKLAYERS' LOCALS: 1971-72

Local.
Lamont 6 Interview

Years of.
experience
required

Probationary
period

required Test

..Number,
of ,

voucheri
required

Vote of
Membership

A

i
Fee

. . .v .
Bricklayers Local 8

, (Alititia)
,

Bfictayeis Local 8
(Austin)

ligicklayers ExeCti-
tive Committee
(New York)

BricklaYeri-Local..7
(Houston)

. .

Bricklayers Local 55
(Columbus)

Bricklayeis LBcal 15
(Jackson)

.
Bricklayers Local 21

(Chicago)

Bricklayeis Local 7
(San'Franciico)

:Bricklayers tocal8*
--(Oakland)

--

--

--

--

-.:.

--

--

.

--

Must ge
2 New

-- ,

(transfer

--
(transfer

--
(transferautomatic

--
(transfer

-- ,
(transfer

--.
Oransfer

I

--

---1/4,
local secretaries to

York City.locals

--
automatic for members

--
automatic fOr members

--
for members

.

. --
automatic for members

--
automatic for members

--
automatic for members

I

agree

--

--

--

--

--

I

.,--

--

to a transfer
.

--
in good-Standing)

--
in good standing)

in good standing)
.--

in good standing)

--
in good standing)

--
in good standing)

/ 1

--

--
't

between

--

--

--

--`;

--

-.-

$10

.
$154 transferring from

out 'of -State

'must pay difference in
initiation fees if a mem-
ber leis thap.1 year .

..
S2 death benefits ,

,

'i month's dues

$25 if transferring
from out of State

-...1-,

-- ,

..

must pay difference in
initiation fees if a

6 months
journeyman less than

SOURCE: Interviews with bricklayers' union business agents.
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The Permit System

'Temporary permits are issued to traveling members from
.other bricklayer locals- and tomenwho, havequalified, as
journeymen but have not finished paying their initiation
fees (see table- 9) -Travelersmay_typically work in a local's
jurisdiction as long as there. are more jobsethan the local
can fill from its own membership. In New York, the Bricklayers
Executive Committee'allows ma from member locals tb claim

_work Which cannot be manned by othei, locals, a provision
which renders extensive transferring among member locals
unnecessary.

Carpenters'

The jurisdiction of the carpenters' unions in this
study includeS principally commercial and industrial con-
struction, with some highway-and-heavy -work-aS-wdZli
Atlanta, however, a residential local is organizing part
of the single-family and low-rise apartment building in-
dustry. Most of the otherelodal unions are mixed commercial
and industrial locals, whose members '010 everything from framing,
dry wall construction, and building simple concrete forms to
complex form building and finish work, including cabinet-
making and interior trim work. Other fields include hanging
acoustical ceilings, floor covering, pile driving, and dock
building:

Atlanta, Jackson, Austin, 'and Columbus each have only
one commercial, carpenters' union; these are all-mixed locals.
In New York, Houston, Chicago, and the, Bay Area there are
Carpenters District Councils; which are-similar in form and
aims to the Bricklayers Executive Committee in 'New York.
A Council handles all bargaining, establishes a uniform rate.
for almost all trades in the area, and represents all area
unions on joint apprenticeship committees. For example, the
Carpenters'DiStrict Council in New York includes nearly. 40
mixed locals for millwrights, dock buildeb, imbermen, floor
coverers, and resilient floor coverers.. The specilty,locals
have craft jurisdiction for the entire ,city, while the mixed
locals divide the area on a geographical basis. Sitnilar
arrangements prevail in the other large cities.

Except in the specialty locals, there is only,onejourney-
man classification -- journeyman carpenter -- regardless of
the individual member's specialty or the extent of his skillS:
Thus, a well trained mechanic carries the same book as a man
who knows only form bUilding or dry, wall construction. Although
this system is much less rigid and formal than that of thEO-F
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TABLE 9. REQUIREMENTS FOR WORK UNDER BRICKLAYERS' UNIONS THROUGH
NONAPPFIENT10ESH1P ROUTES (PERMIT-SYSTEM); 1971-72

: -

Local
unions

Workers
eligible

' for
'permits Test

Permits
issued.at

business agent's
disci- on

,. -

' ,.
Fee

.
Length of,titt
a nonmember

may Work
on permit

.Bricklayers Local 8
(Atlanta)

'Bricklayers Local 8
(Anstin)-

Bricklayers Execu- .

Jive Conimittee
(New York)

Bricklayers Local')
(Houston)

t .

Bricklayers Local 55
;(ColtImbus)

:Bricklayers Local 15
(Jackson)

.

Bricklayers Local 11
(Chicago)

-
.

BricIdayers Local 7
(San Francisco)

Bricklayers Local 8
.(qakland)

traveling members only

travelers; initiation fee
paid in installments.

,-
travelers ;anyone making
inynients on his
card

travelers. ..,7
-,..,`

-,/

travelers

travelers; those trying
to qualify for new
categories

- travelers '

travelers

travellers

--

--

--

-" "-

.
--

--

--

-- y

yes
,,

.
' yes

,

yes, except,to members
of other Executive
Committee locali

yes

yes

-
- yes

.
at least half of workers
on any job must.be
frbm local

yes
-

yes

c

,

local dues

$3 per month
(saMe is local dues)

local dues

$4 per month
&local dues)

local cues ,

local dues .

local-dues

local clues '

loCal dues (only
for travelers from
out of Stile)

unlimited

unlimited

--unlimited ,

.

unlimited

-- .

6 weeks (until vouchers
are' obtained) ,

unlimited '

Unlimited

'
unlimited ,

.

SOURCE: IntervieWs with bricklayers' union business agents.
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bricklayers, it -complicates the duties of thelusineas agent,
who must remember the kinds of jobs to which ..a member may' be.
referred., For this reason, many business agents are enthusiastic
supPorters.-of the apprenticeship system, -because they feel that
an apprentideship graduate is probably able to doany work he
is assigned. .Although many informallT trained carpenters
are,thoroughly,qualified, numerous others are trained to do

',only one, or a few tasks and can be 'referred only to jobs
, requiring their particular skills.

Entry Through Nonapprenticeship Routes

The qualifications for direct admission to the carpenters',
:unions are summarized in table 10. 'Each union requires either
the passage of a test over the workerls knowledge of the trade
or specialty or an interview with a union.officer.6e a committee
of union members (two unions require both a test and an interview).
These interviews:often serve as oral examinations and as the
means by which union officers learn about the applicanire,baCk-'
ground,, the kind, of work hehas,done, contractors he has worked
for, etc. SoMe unions require one or two vouchers, and all
require an initiation fee of up to $250.

Entry Through Apprenticeship

The maximum age fon-first-year carpenter apprentices is
27 to 28, except for veterans, whose maximum age is raised 1
year for each year spent in the military (see table 11). 'Al-

though most-programs do not require a high school diploma Or
the-equivalent, most require the passage of an aptitude test.
Most of these.teits are given by State employment services or
private testing agencies, but the locals in ColuMbus and Austin,
use a test constructed by the international union. (Since 190,
Austin carpenters have given this test to,applicants but have
not used the results to determine acceptance into the program.
Hence, there should be a wide dispersion of test scores among
men who 'have.been trained in the program. It should be possibli
to correlate their scores with their performances as apprentices
to determine whetherdthese tests are valid in the language of
the recent Griggs decision.5) Each applicant is interviewed

.

51Griggs vs. Duke Power Company, 401 U.S; 424, 91 S. Ct..849
(1971). In a decisiOn unrelated to appienticeihip selection
standards, the court ordered the company to end a seeininglyinentral
seniority system which had the effect of excluding blacks from
promotion.- With the Griggs, decision as precedent, other courts
may strike,down most tests currently in. use by unions and
employers, unless they can be shown to be accurate predictors of
future job performance, because they screen out minorities in
greater proportions. thin whites.
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TAB_ LE,I0. REQUIREMENTS-FOR ENTRY INTO CARPENTERS' UNIONS THROUGH
NONAPPRENTICESHIP ROUTES: 197142

Local unions
and estimated

, active
membership

.

Interview

Years of
experience
required

--.
Probationary
'- period
required

Type of
test

Numl4r
of *

voticheri
required

Votegf
membeiship

'Initiation
fee

Carpenters Local
225 (Atlanta);
_commercial,
2,500

.

Carpenters Local
2358 (Atlanta);
residential, 400

.

Carpenters Local
1266 (Austin);

-
ro1

w

\Car pen ter s-
Districttouncil
(N.Y:)' about\ -

x22,000 (in con-
:structiOn),

i
\

Carpenters
DistricI\ toUncil
(Houston);
6,300' ',

Carpenters cal
200 (Columbus);
1,806

\ .
\

\

Carpenters Local
1471 (Jackson);
500

Carpenters
District Council,
(ChicagO);
35,000

Carpenters
District Council-
Biy Area (S.F.
and Oakland)

,

-.. ,,

.--
.

Kt'

informal; witn
business,a0n t,
apprentkiihip
coordinator, or
representative .

of the/inter-
nati6nal

frailness agent

with elected ex-
amining commit-
tee or financial '
secretary; usually
doubles as an
oral examination
over a 'specialty

with an officer
of -the,Distric t
Council

with 3 journeymen
appointed by the
president of the

'Vocal.

with elected
\ egcutive

committee\

journeymenourneymen

t

with di. trict
' officerl Council

\
\

.
.,

--

--

.

--

each local
prospective

4

4

--

4

3 to 4

...t.

%

--

.

has a 3-man examining
members; admission

locals,

--

2 years in
resilience

--

--

--

written; over
the trine or.
specialty; "no-
body fails,"
accorsling to
the business
igent,

.

--
.'
committee

practices vary-among

--

'

on job; over /
specialty

--

oral; over trade;
with council's
examining
board

written and
oral; over
trade;given by
examining
board/

:, 2

t,
t

,,

--

2

to evaluate

often recom-
mended,by
contractor or

,. forerhan

1

often spon-
sored by
a friend

.-- '

.

2

,

yes
(pro forma)

i

,__

.

*

--

-

.---

--

.,
yes

--

yes

$1,98.10

$15

.

$170-

$200

'`
$200 _

.

$150

$150

5250

-t50

,

URCE: Interviews with Carpenters' union business agents.
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TABLE 11. REQUIREMENTS FOR-ENTRYINTOCARPENTERS' UNIONS:THROUGP
APPRENTICESHIP PROGRAMS: 1971-72

Requirements for Indenture

Local .'
unions

Age
range

Formal
educatiaii

' Type of
test Interview

,
Carpenters Local 17 to 27

225 (Atlanta) (32.for
:(commercial) service-

men)c

%7

high school diploma -Georgia State Employment
or GED Service aptitude test for

carpenters

JAC

Fee

Carpenters Local . apprenticesh p applicants come from local Job Corps center; Job Corps currently does all testing and
'2358 (Atlanta) screening for apprenticeihip applicants
(residential

Carpenters Local
1266 (Austin)

Carpenters
District Council
(Iskw'York)

Carpenters
District Council
(Houston)

Carpenters
Local 200
(Columbus)

CarpentersLocal
1471 (Jackson)

Carpenters
'District Council
(Chicago)

Carpenters
District Council
(Bay,Area)

17 to .28
(32 for ex-
service-
men)

17 to 27
(32 for ex-
service-
men)

17 to 27
(32 for ex-
service- ,
men)

18 to 27
(3216i ex-
service-
;nen)

17 to 27
(32 for ex-
service-
men)

17 to 28.
(32 for ex-
service-
men) U.S.
citizen

17 to 27
(up to
32 foi ex-
service-
men).

8tli grade

1 year high school
and gradtaverage
of 60

aptitude test; grade is not
used in selection

aptitudetest (given by
New York University)
and physical e),,am

10th grade or test over 10th-grade
math

high school diploma
or GED

8th grade

2 years high
school

high scNodiploma ,
GED, or mpletion
of:Job C rps

aptitude (international
test)

aptitude (employment
service)

aptitude; physical,

aptitude (international
test); must score 70 if
has no high school
diploma or GED

business agent

with apprenticeship
director (to inform
the applicant about
what is expected)

with an instructor

JAC

I

JAC

1 contraLior, 1 union
representative, ',
apprenticeship LI
coordinator

MC

-20% to 80% of
journeyman fee

20% to 80% of
_$200 journey-
man fee

lsyear: $75,
2nd year: $115
3rd year: $155
4th year: $195.

(veterans pay
only $25)

20% of jouiney-
inan,fee fOr.lst
yearpprentices

20% to $0% of
journeyman fee

20% to 10% of
$200 joiiiney-
Man fee

$40

7 1
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TABLE 11 (CONTINUED)

Requireinents for Journeyman Status

.

Local
unions_

Duration
of program. a

,

Tests Interview
Vote of

membership

Number
of

vouchers
required Fee

Carpenters Local 225
(Atlanta) --7--- -

(co m niercial)

.

--Carpenters L641'2358
(Atlanta)
(residential) ' .

Carpenters Local
1264(Austin).

;

-Carpenters District
Council (New
York)

'Carpenters District --

Council (Hottstoni
.

Carpenters Local 200
(Columbus)

Carpenters Local
J471. (Jackson)

/
.

,

Carpenters District
Council (Chicaio)

-2

:Carpenters District
Council (Bay
Aria)

.

*years (provision for
-past experience) 1

,

,

4 years (provision
for past
experience)

4 years (up to :3
years for prior
experience)

4 years (may 1

serve as little ihs
1 year) /

1

/
4 years /

,

,

4-years (c `edit
for experience
rarely,given)

4 years /
I

,

.6 I
4 years

/

/
44eatsiu'p to 1/2
year'Sretljt. (or
tior experience)

.

every 6 months; no
comprehensiVe final

--exam-- _

,

every 6 months

at intervals

,

-
at intervals

frequent

at intervals; corn-
prehensive final
exam

,

every 3 months;
comprehensive

'--written final
exam

...

must pass 8.9
units; individually..
administered

--

. ...

--

--

--

--

--

--

'

--

--

--

--

--

--

--

--

--

--=

--

--

--

.----

--

none at completion of
: program (total

Membership fee= -
,.. 558.10)

none 4

none atsompletion'of
program (total mem
-bership fee=20% to
80% of $170)

none at completion of
. program (total mem-
,bership fee=20% to
80% of $200)

none at completion of
(total mem-

Liership tec=575 to
, $195) :.

20% each year; 20% on
completion (total
membinship fee =S150)

none at completion of
program (total mem-
bership fee=20% to
80% of journeyman
fee) .

none at completion of
program (total mem-
bership fee = 20% to
80% of $200)

none at completion of
prografn (total mem-
bership fees = $40) --,-,

SOURCE: Intervies with carpenters' union business agents.



by the joint apprenticeship committee (JAS'). or by a union

official, except in Local 2358 in Atlanta, where apprentices

are taken from the graduates of a nearby Job Corps center and

are screened-by Job Corps persOnnl.

The apprenticeship programs are 4 years in, length, with

advanced placement often given to apprentices with experience

in the trade. In fact, apprentice initiation feeS vary accord-

ing to the apprentice's standing when indentured. rreoluently

firat-year apprentices pay 20 percent of the journeyman fee;

apprentices joining in the second year of the program pay 40

percent; third-year apprentices pay 60 percent; and fourth -ye -r

apprentices pay 80 percent. Most locals charge:no additiona

fee when the apprentice "turns out." Only the program in C icago

requires a comprehensive examination At the end of.the four h

year, but all give tests at intervals during the prograth:

Transfers from Other Locals

As indicated in table 12, the o ly requirements for trans-

ferring from one carpenters' local :t another are membe ship in

good standing of the home local and) in some cases, pappent of

any difference betWeen the initiation fee charged by t e home

'local and the one into which a member is transferring. Otherwise,

as with the bricklayers, a journerpan's-book is proof f compe-

tence; as one, business agent put it,. "If he's a carpen er in

Nashville, he's a carpenter in At anta."6

The Permit System

Traveling members of other c rpenters' locals\m y work on

temporary permits as long as work is available. In /several cities,'

incoming journeymen making regula payments toward initiation fees

(11,4

also are considered to be permit en. Some unions llow students

and sons or nephews of members of ontractors to wirk on permits

during the summer, which idusuall, the busiest season. Travelers

are charged the equivalent of loca dues (see table 13).

6lnterview with AtlantaCarpenters' union official.
. \
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TABLE 12. REQUIREMENTS FOR TRANSFER INTO CARPENTERS' UNIONS FROM
OTHER CARPENTERS' LOCALS: 1971-72

Local
unions Interview

Years of
experience
required

Probationary
period

required Test

Number
of

vouchers
required.

Vote of
membership -Fee

Carpenters Local 225
(Atlanta) (corn-

, mercial)

Carpenters Local
.2-38 (Atlanta)
(residential)

Carpenters Local
1266 (Austin)

Carpenters District
Council (New
York)

Carpenters-District
Council (Houston)

Carpenters Local 200
(Columbus)

Carpenters Local
1471 -(Jackson)

Carpenters District
Council (Chicago)

Carpinters District
Council (Bay
Area)

with local
president
in some

. locals

members not
from district
council may
usually trns
fer after

-working on
. permit

must pay difference in
initiation fees between
home local and Local 225

must pay difference in
initiation fees between
home local and Local 2358 '

must pay difference in
initiation kes between
home local and Local
1266, if card is less than
2 years old

members of loca s within the counc 1 are
not allowed lo transfer within the

council

I _ I -- I - I

(transfer automatic for members in good standing)

(transfer automatic.for members in good standing)

must pay difference in
initiation fees between
home local and Local

1471, If book is less
than 2 years old

1 month local dues

must pay difference in
initiation fees between
home local and Bay Area
District Council, if a
member less than 2 Years

SOURCE: Interviews with carpenters' union business agents.
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TABLE 13. REQUIREMENTS FOR WORK UNDER CARPENTERS' UNIONS'

PERMIT SYSTEM: 1971-72

. Local
unions

Workers i

eligible
for

permits Test

Permits
issued at

business agent's ,,
discretion Fee

. , .

Length of time .
a nonmember

may work
on jiermit

Carpenters Local 225
(Atlanta)icom-
mercial)

.

Carpenters Local'
2358 (Atlanta)
(residential)

Carpenters Looal
1266 (Austin)

.

Carpenters bistrict
Council (New-
York)

..,

Carpenters District
Council (Houston)

Carpenters Local 200
(Columbus)

.

Carpenters Local
1471 (Jackson)

Carpenters District
Council (Chicago)

Carpenters District
Council (Bay.
Area),

traveling members only

traveling members; high
school and college
students in summer

anyone; nonmembers
must make payments
on union books

anyone, up to 7 days;
then must join union

travelers

travelers; sons and
relatives of
contractors

travelers, mostly

travelers; college
boys-in summer

travelers; in some
locals, nonmembers
interested in Wiling
the union ; '

--

--

--

--

--

--

'

--
.

yes, except for "key
personnel"

yes

yes

no moreethe"'50%
of men on a Job can
be on permits (verbal
agreement)

.

yes

yes

yes

yes

yes

local dues ($11 pee
month)

,

local dues (S9 per
month)

nonmembers pay
X50 plus S5 per
day worked up to
5.170-initiation
fee; travelers pay
"foreign dues"
(same as local dues)

approxitnately S3
per month

local dues

--

"foreign dues"
. (=local dues)

local dues

local dues ($13 per
month)

unlimited

temporary for union;
summer for boys.

-

up to 6 months funnily
0 working days) for
nonmembers; unlimited
foi travelers

unlimited for travelers

unlimited

unlimited

unlimited
-4,

unlimited

unlimited
.

...

SOURCE: Interviews with carpenters' union business agents.
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Electricians (IBEW)

Of all of the construction trades, the electricians' is
one of the most highly technical and mentally exacting. The
heart of the IBEW unions' juriSdiction is the prestigious
commercial and industrial wiring field, including the wiring
of electriCal motors, controls, and instruments. In the
larger cities, IBEW locals also control .(to varying degrees)
residential wiring and commercial and industriaI-eleCtrical
maintenance, although the latter categories are not as,demanding
or as highly paid' as the new. construction branch.

Unlike Many of the unions under study, IBEW construction.
locals are mixed locals; they are not organized along specialty

even in large cities, although the construction locals
.are commonly separated from utility or manufacturing locals.
An exceptidn is Local 3'in New York, which includes practically
all. electricians in-utilities and manufacturing as well as
construction.' The Bay Area lOcals have separate categories
for workers in the shipbuilding induStry, although these
-divisions are declining in importance as that industry moves
out of the area.

,

ApprentideshiP has been an established institution in the
IBgW for decades, and the quality of training offered in
electiical apprenticeship programs is excellent. Further,
electrical Work is one of the few crafts in whighapprenticeship
'is the source of training for a majority of thejneABefeatithe
construction branch of the international union.'

. "

Entry through Nonapprenticeship Routes

Direct admission to journeyman status in TBEW, local'S is
very complicated. Several union officials indicated that the
majority-of journeymen who had not served apprenticeships became
members when the union organized open shops. Generally speaking,
the entry standards are not as demanding for those whoenter

..via the organization route as for those who enter from "off
- the street." In fact, in New York and Calumbus, journeymdn
axe admitted only through organization. These standards are
summarized in. table 14:

A mechanic who amines on his own for status ,as a journeyman
inside wireman (JIW) is interviewed by the executive board or,
in Chicago, by the seniority system. administrator. , Several .

7
Mills, Industrial Relations and Manpower in Construction,

p. 213.
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TABLE R. REQUIREMENTS FOR ENTRY INTO DEW UNIONS THROUGH
NONAPPRENTICESIIIP ROUTES: 1971.72

Local unions
and mime ted

active
membinhip Interview

Years of 1
exPeriencel
required'

Probationary
period

required

.

Type of
test

Number
of

vouchers
required

Vote of
membership

Initiation
fee

!SEW Local 613
(Atlanta): 1,000

,

IBEW Local 520
(Aust ui); 400 -

.

.
a

'SEW Local 3
(New York);
about 11,000
in-construction

.

DEW Local 716
(Houston):
1,600 us con.
struction

DEW Local 683:
(Columbus):
825

.

r

IBEW Local 480
(Jackson);
about 230

IBEW Local 134
(Chicago); 8.000
In building
trades branch

-

.,

IBEW Local 6
(San Francisco);
1,500

.

IBEW Local $95
(Oakland):
1,000 .

IBEW Local 302;
(Contra Costa
County); S110

7-man executive
board:over back.
pound, work
experience

.

two, by 7man
elected exec*.
live board;
written rec
ommendation
from foreman
ind workers;
recommends
only accept-

-lance or
rejection

by 9mala execs).
rive board
(Resident,
vice-president,
recording
secretary, bust
nesimanager,
3 elected
members)

with execu.
tive board

withbusinen
agent-list
step; do not
accept people
off street- *
only through
organization

--

with adminia.
tutor of
seniority
system

inside wiremen
committee (S
men, elected)

.

--

a

4 tot non.
members;
(2 years in
"D" este.
gory if un
able to pass
journey.
man test)

-or 4 yens
in tea.
dental

4 (if an
"R" wire.
man. must
stay In lei
denial
at leant 3
years)

usually
taken in
via ore.
Manion of
open
shops; can
advance
from -

mainte.
nano cate-
gory by
.psuang test
(after $
years in
14")

4 (plus city
license)or
2 years In
"D" cate
gory. or 5
years in
residential

1 on permit
(or referral
by con-
tractor) or
3 yeats(n
residential

2 years
vith one
osntraZtor

. or 3 years
with mote
than one;
must be *

conlinucan
service

1

1 (proof
from con
tractor)

6 months

--

r

--
.

2-week data
inbasic
electricity

.

-- 4

--

30 days-

.

.

-

written:Over
trade:easier
than appren.
ticeship final,
70 is patina;
different for

"R,7 exami.
nation board
of $ elected
members

written: over
trade:701s
passing: made
out by ea4R
ining board of
3 elected
members:
taken after
serving pro-
bation

written; over
trt.de; 3-man
elected exam.'
bung board;
can be over ,
a specialty

".

written, over
trade; 3-man
local eXa min.
mg board; 7$
is passing

over trade:by
examining
board ,

,

'written:over
code:easier
thin appren-
ticeship final

slitters; over
trade; exam(

- nation board

written:over
trade and
codes; exam-
MI5 board;
70 is Rams
("D" wiremen
must take
journeyman
training rout 'es
before raking
exam)

written: over
trade. codes
everyday math
Sman elected
examining
board

requiied of
journeymen
in other rate.
gods *Ito
want to be-
come JIW's

--

'

--

.-

by contractor

--

1

. cti

.

yes
.

yes (not for
residential)-

--

..

yes

yes

. o

....

by Executive
Board

yes
(vote on Ex.
4litive BO:id
reZommenda-.....
lion)

-yes tvole on
Executive
Bond rec.
ommenda.
lion)

yes

$150

$100 for
11W S30
for real
dental

S300
,

.

$100

'

5150

5350

,

S50

fhlo official at nolo& other than v., a of membership
no one has been admitted this way in recent years.

, SOURCE: Interviews with MEW Ilion airiness ag nts.
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locals require at least 4 years' experience in the trade before
giving the journeyman examination constructed by the elected
local examining, board testing the mechanic's knowledge of the
trade; a grade of 70, or 75 percent, is usually the minimum
passing score. An afirMative vote by the membership is
required in the smaller locals.' Ihitiation fees vary from 0.00
to $350.

Th4 Atlanta, Houston, and San Francisco locals have member-
ship categories (called "D" wiremen) for those who fail to pass
the journeyman examination. These men are allowed to do journey-
man work at thejourneyman, rate for a period of,2 years while
attending upgrading classes.in baSic electricity. After 2 years,
they are eligible to retake the JIW examination. In theory, men
are required to serve 2 years in the "D" categoryionly if they
cannot pass the JIW exam, but a Houston foreman said that, in
practice, the union requires most applicants to servein'the
"D" category before taking the exam the first time.

The residential category is growing in importance in many
locals. Normally, entrance to the residential branch is much
easier and less expensive, than to the'inside branch of the trade,
since residential work is less demanding and lower paying. How-
ever, once a worker enters the-residential category, he must
redain there for 3 to 5 years before being Considered for ,member-
ship in the inside branch (the same is true for members cf the
maintenance branches in Houston and New York).

The highest standards for membership are those of Local 134
in Chicago. To become a JIW in that local, a man must accuMulate
4,000 hours' experience if he wor)cs for only one contractor
during his probation, or 6,000 hours if heworks for-more than
one contractor. After the probationary period, the applicant may
take the journeyman examination;, if he passes, the initiation fee
is $350 (the,highest among-the IBEW locals under study).

Entry Through Apprenticeship

Admission standards for apprentices, shown in table 15, are
consistently high 'for all of the Irograms studied. The maximum
apprenticeable age is 26 (in Columbus); all programs raise their
-maximum ages for ex-servicemen. All programs require a high school
diploma or GED, and-several expect a minimum background in high
school mathematics., All programs give aptitude tests or batteries
of tests; and all, applicants are interviewed by the JAC. The
widest dispersion of standards is for initiation fees, which range
from zero in Oakland to $3.00, in New York.

o

64

1-5



TABLE IS. REQUiREMENTS FOR ENTRY INTOIBEW UNIONSTHROUGH
APPRENTICESHIP PROGRAMS: 1971-72

Requiremint: far Indenture

Local
unions

Age
range

Formal
education

Type
teit Interview

IBEW Local 613
(Atlanta)

IBEW Local 520'
'(Austin)

IBEW Local 3
(New York)

IBEW, Local 716
(Houston)
1) construction

2) residential
3) maintenance

IBEW Local 683
Wolumbils)

18 to 24 high school diploma
(28 for ex- or GED
service-
men)

2

18,to 24 high school diploma
(28 for ex-
service-
men) '

18 to 21 high school diploma
(25 for ex- or GED
service-
men) ,

18 to 25
(plus tin
in mili-
tary
service) .

high school diploma
or GED; 2 years
algebra

18 to 26- high school diploma;
4(30 for ex= 1 year algetirS

service-
men); 1
year resi-
dence in
the area

IBEW Local 480 18.24 (plus
(Jackson) up to 4

years in
military)

1BEW Local 134
(Chicago)

IBEW Leal 6
(San Francisco)

IBEW Local 595
(Oakland)

IBEW Local 102
(Contra Costa)

17 to 25
(plus time
in military
service)

18 to 23
(plus up
to 2 years
in inili-
tary)

18 to 23
-(pluS up
to 4years
in mili-
tary)

'18 to, 23
(plus time
in military
service or
related
training)

high school diploma;
1 year algebra,

high school diploma
or GED

..
high school diploma
or GED; high
school math grades
must be average

high school diploma'
or GED; 1 semester
algebra with C or
better

high school diploma
or GED; passing
grade in algebra

.
Georgia State Employment
Service aptitude, JAC
math test; total score
is counted .

Texas Employment
Commission aptitude
test; must achieve a
"qualifying score".ors
each of the 4 sections of
the'test

o.

aptitude, math, English
(administered by State);
essay on why candidate
wants to be an electrician

Texas Employment
Commission aptitude
test

aptitude
aptitude

GATB

aptitude; State employment
service

aptitude

algebra, mechanical
ability, reading Com-
prehension, vocational
interests

3 tests:
1) School or College
Ability test (2 parts)
2) Minnesota Paper.
Form Board Test

. 3) Benet Mechanical
Comprehension Test

GATT ( = 75% of
entrance score): a Math
test is given but not
counted

65

JAC

JAC

- JAC

JAC

JAC
JAC

JAC

JAC

JAC
(attitude important)

V

JAC
(after exam is passed)

JAC

. 0

JAC
(F 25% of entrance

score)

Fee

10% of journeyman
fee on applica-
tion; 40% of
jouineynin,fee
on indenture

$25

5300

$50 after I year
probation

510 after .1 year
53 after 1 year

$155 (paid over
1st year)

552

5150 after 1st
year

151 after 6
months

none

552 after 7
months



TABLE 15 (CONTINUED)

Requirements for Journeymait'Status

Local
unions-

Duration
of *grain Tests Interview

.

Vote of
membership

Number
Of

vouchers
required Fee

IBEW Local 613
(Atlanta)

/
IBEW Local 520
(Austin)

IBEW Local 3
(New York) .

I
IBEW Local 716
(Houston)
1) construction

2) residential,

3) maintenance

IBEW Local 683
(Columbus)

-IBEW Local 480
(Jackson)

IBEW Local 134
(Chicago) .._

. IBEW Local 6
(San Francisco)

IBEW Local 595
(Oakland)

IBEW Local 302
(Contra Costa)

4 years (up to I
year off foi ex-
periente) -

4 years

4 years plus I year
as MIJ wireman
(tiineoff in a few
organizing cases)

4 years

2 years
/

iyears

,

4 years

4 years

4 years /
_

4 years
,

4 years, /
(credit seldoni
given)

4 yeirs (credit
seldom given)

every 6 months;
comprehensive

. final exam
. .. .

every 6 months;
city licensing exam
at end of program

yearly; compre.
,hehsive exam after
4th and after MIJ
Year

comprehensive anal.
(written 'and. -

practical)
written and practical,
final-

written and practical
final

final same-as journey-
man test

comprehensive final;
harder than journey-
man test

quarterly; no final

every 6 months;
comprehensive
written final

annual final exatn

each semester; fihal

--

--

--

--

--
--

--

--

--

--

--
--
--

--

--

--

--

--

--

.

50% on acceptance as
journeyman (total
membership fees
of S150) .

S75-(total membership
fees of Si 00)

.
none at completion-

. .

. .

/

$50 (total membership
fees of $1 00)

$I 5 (total membership
fees of $25)

$12 (total membership
fees of SIS)

.

none at completion of
program (total mem-
bership fees of $155)

$50 (total memborship
fees of 5102)

$200 (total membership
fees of $350) .

SSI (total membership
fees of-5102)

$50 total membership
fee

$50 (total membership
fees of $ I 02)

SOURCE: Interviews with IBEW union business agents.
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Apprenticeship programs are 4 years long,, with credit seldom

given for prior experience in the trade. Most' programs give

annual or semi-annual tests as well as comprehensive final exami-

nations; although, according to the direCtor of the National

Joint Apprenticeship and Training- ComMittee for the Electrical

Industry, the trend in electricians' apprenticeship programs is

.away from these types of tests. When the apprentices "turn out,"

.they pay fees1Which, when added to the fees paid at the time of

indenture, are equal to journeyman initiation fees.

The only exception to these patterns is in Houston, where

IBEW Local 716 offers 2-year programs for the residential and

maintenance, branches; their entry standards and lees are much

lower than for.ingide construction.

Transfers from Other Locals
. .

The IBEW differs from most unions in'that its locals,seem .

to discourage inter-local transfers. Table 16 Shows
a
an irregular

array; of requirements imposed do members who wish to change,their'

local union membership. The local's attitudes toward accepting .

transfers are summed up. by In IBEW official in Columbus, who said

that his members telt threatened by transfers from locals (some-

tiMes called "book' mills") whose officers.sell memberships to

unqualified men who understand that they are to transfer out of

the issuing locals,8 Tpis.hreat -- realistic or not -- reinforces

the members' desire to prevent transfers, -which reduce work oppor-

tunities in slack periods and dilute the locals' internal power

structure.

The PermieSystem

Table 17 indicates some of the featutes of the permit system

used by IBEW locals. goweVer, the permit system is only-a part of

the referral procedure designed by .the international union and

used by most of the locals in, this study. This system, with some

allowance for variances in nomenclaturegroups journeymen in four

"books.". Book 1 is for those who have worked 4 years in the trade;

have passed the local's journeyman test, have worked at least 1

yeai (2 years in-San Francisco) 'in the last 4 under the local's

collective bargaining agreement, and live in the area. Book 2

journeymen have 4 years of experience and have passed a

journeyman test. Book 3 is,for craftsmen who haye 2 years''
. -

8lnterview with IBEW official in Columbus, Ohio.
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TABLE16. REQUIREMENTS FOR TRANSFER INTO IBEW UNIONS FROM
OTHER IBEW LOCALS: 1,971-72

Local'
unions Interview ,

Years of
experience
required

Probationary
period

required
.

Test'

Number
of

vouchers
required

Vote of
membership Fee

IBEW Local 613
(Atlanta)

IBEW Local 520
(Austin)

IBEW Local 3.;
(New York

^

IBEW LOcal 716
(Houston)

.

IBEW Local 683
(Columbus)

IBEW Local 480
(Jackson)

, ,
IBEW Local 134...
(Chicago) ,

,

'
IBEW Local 6
(San Francisco)

IBEW Local 595
(Oaklind)

.

IBEW Local '302
(Contra Costa)

--

--

-- d.

-- ,

"Just isn't

with ex-
eculive
board

.

with
executive
board

--

examining ,
-board

.

--:

4

--

--

done." Business
, "book

--

.--

2

--

--

years (variable)

4

1 month

<

0

--

Agent. (Members
mills,' often inSouth)

no

must establish
0 residence inthe

area

--
. i

--
-

--
d

for those
who wish
to change
classifica-
tion, e.g.,
from Env
man to
wireman

--

--

if a mem-
bet less
than 5
years

fear transfers
,

,

-

' --

--

--

--

--

--

from

--

--

--

yes

.

yes

seldom
done

--

yes

,

--

--

-- ,

,
yes

must pay difference in
initiation fees between
home local and Local
613, if card is less :
than 5 years old

must pay difference in
initiation fees between
home local and Local
520, if`card is less than
2 years old

,
.

must pay difference in
initiation fees between.
home local and Local.3,.
if a member less than
5 years

must pay difference in
initiation fees between
home local and Local
716, if a member less.
than 5 years

1..

. ,

--

-- -

must pay difference in
initiation fees between
home local and -Local-
595, if a member less
than 5 years

--

SOURCE: Interviews with IBEW union business agents.
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. TABLE 17. REQUIREMENTS FOR WORK UNDER IBEW UNIONS'
PERMIT SYSTEM: 1971-72' .

1

I

,
Local \

' unions 1 ,

Workers
eligible
. for
permits -- Test

Permits
issued at _

business agent's
discretion

.

Fee

Length of time
nomnember
May work
on permit.

.

IBEW Local 613 \
(Atlanta)

.

IBEW Local 520
(Austin)

';IBEW Local 3
(New York)

'DEW Local 71.6
(Houton)'

IBEW Local 653
(Columbus),

IBEW Local 480
(Jackson)

IBEW Local 134 ,
(Chicago)

MEW Local 6
(San Francisco)

IBEW Local 595
(Oaklad)

IBEW Local 302
(Contra Costa)

.

',

anyone

'
anyone

.

1
1

\ travelers; a few applying
, .for membership /
4,

'travelers '
,

tiavelers

I
,

.
travelers ,

.
\

travelers; people ap-
plying for journeyman
status

. \

any on '
.

traveler's, and non-
-members (Book V) .

.

tiavelers
t
t

' -

--
°

.

--

--

--
.

--

'yes
- .

yes- ,

//
6

yes / .

/

Yes -
-

,,

yes

number of referrals
are made by
seniority administrator

%

yes
,

.

ye!

yes

.

1,.5% ofvoss
earnings for
travelers; no charge
for nonmembers t

.--

1.0% of gross
earnings

--

'55.50 per month
(1 hour's wages)

513.80 per month
( "working dues")

49.50 per month

"1.25% of grow
earnings

, ;

.

uilhOlitk1

unlimited

:

unlimited

unlimited

unlimited

unlimited
,s

30 days; may be
extended

unlimited

, unlimited '

.

,

,

,

I'

4SOURCE: Interviews with IBEW union business agents:
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experience, have worked at least 6 months out'of the last 3 yearsunder the union's collective bargaining, agreement, and live inthe area. Book 4.is for men with at least a year's experience -inthe trade.

.

Even though union membership -is technically not required forany of, the abdve "books," in practice, Book 1 consists of the
local's, members, Book 2 includes travelers .and .recent transfers
from other IBEW locals, and BoOks 3 And 4. usually include nonunionpeople. Thus, a union using, this referral procedure can refer its
own members to work first, then t.ravelers, and finally nonmembers.

An exception to the four-book system-occurs in Chicago,where
the electrical industry has a seniority system, with an administra-
tor and staff who make referrals ;on the basis Of the worker",s
"seniority4,in the trade; Sincea journeyman obtains Seniority
Only at the end Of his probationary period (discussed earlier), aworker could' be kept on permit for quite some time without everhaving the opportunity to become an accredited union journeymen. .

Ironworker

. !

The.usual jurisdiction of the In ernational Association of
Bridge, Structural, and Ornamental IrionWorkers is commercial and
industrial construction, with very liXtle-residential work. Allof the cities except New York and Chicago have mixed locals, with
jurisdiction Over structural, reinforcing, and ornamental ironworkas well as rigging, machinery moving, and stone-derrick operation.In New York, however, there are separate locals for each of theabove types of work on a specialty basis (except for reinforcing
work, which is done by the metal lathers'-union). .The- "only two of
these locale under study are the structural localsin Manhattanandthe Bronx (Local 40) and on Long Island (Local.361). These
two locals bargain jointly and have a common apprenticeship.
',program. In Chicago, too, there are several specialized locals,
only one of which (structural Local 1) was studied. Local 1 has
its own aptrenticeihip program but is affiliated with the Iron-
workers District Council for bargaining, purposes.

The,mixed locals in the other cities have. one membership
categori journeyman ironworker -- for journeymen Who are trained
in all phases -of the trade.' Specialists are classified as "journey=
man structural ironworker," "journeymewrigger," "journeyman *
ornamental ironworker," etc. As with bricklayers, ironworker .
specialists are permitted. to work outside their specialties, althoughmost are not anxious to do so. .The classification by specialty craft(is thus de facto rather than de 'lire.
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...Apprenticeships is not as well. 'established: in the :ironworkers
unions as in the mechaniCal tradek. Most of the progreras" surveyed
have had related_ training only since- the 1950'S, and7in Jack'son,,*
the program exists in nanieonly, notable that each lbeal
union has a 3-year apPrentiCestitilprcig'rem, regardless '9f 'the: Sceptic.

Of the loca'l's jurisdiction. It is surprioing that the flaked7 .
locals, whose programs attempt to teach the entire trade, net
have longer training periods than. those offered byjthe specialty
lbcals, which teach' only parteSt\the trade.

Entry through loriaperenticeshi

Direct journeyman admission to
by a trade or specialty test, excep
.Local 1 in Chicago, which did not

.5

e ironitorkerail.s accomplished
."(as'noted:in for

jemit ourneymen di edtle or Al
transfer between ,1967 and 1972. Molt locals require an 'interview
with the businest agent ,or executive cornritittee Iiefore administering
the' test. Nbrnially this takes iSiebe after the Siplicant- has serVed,.
a probationary period of, from 6. months .to/ year while working, en
permit. The,' initiation fee, set by the/inter4ational union, is

Entry through Apprenticeship
: e apprenticeable age range is usually 18 to .30 (see table 19)
Most ironworkers' prograzris require a high schocil diplotha or' a GED',
althoUgh the New York. locald have dropped that requirement. Other,

.01, requirements arethe .passage of aptitude bests and interviews with
the Jis.C.; The apprentice pays an initiation fee of $150 when he is

Z .in4eOured.

s All of the programs give comprehensive 'final examinations
after 3 years; the New York and Chicago locals give tests in addi-
vi6n to those giVen by the JAC. Except in New York, the apprentices

pay _an additional fee of $150 when 'they become4journeymen.
Ft: '

Transfers 'from Other Locals

Although all of the unions except Local 1 in Chicago accept
transfers, most union officials indicated that 'transferring is
untistial. As shown in table 20, the most common requirement is an
interview with the local union executive board, although a variety
of other criteria also are used,. However, the unions in Atlanta
and Columbus indicated that members in good standing could transfer
at any time.

4
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TABLE IS. REQUIREMENTS FORENTRYINT() IRONWORKERS UNIONS

Lock 'unions-
and estimated

-active
membership Intervicw %

'Years a(
eXPerknce
,fiquired

_____. _
..,.

Probationary
period

required

,

Type of
test

Nimber
of

-vouchers
required,

Vote of
membership

Initiation
fie, .

ItOrtworkera Local
387 (Atliiii);

-, _900

Ironworkers Local
'4132 (Austin);
250

, t '

Ltchworkers Local
361,(NeWPtotk);
740

ronworkers Local
. 40 (New Yost);

750,

.

konworkersLoal
84 Oketstarty,
WOO, ,

. .
...........

ironworkers Um!it .
(rulumbus);650

Iron*orkersLc;itll
469 (Jackson); ,

;500
.

,t-
ItclintkessLocal
1 (Ma )

...

irominislairi
Local 377

'(Stet franctsoai

Irontvotioess
:.novel-378 "

(0*.tria)

examining corn.
in)ttee appointed
by president

_ .--
,

. ..

.

by executive corn-
mittee (after
probation)

before lest; after
probation, by 5-
man elected
executlie board-

.2
.

with business
Asenf; work must
be avail:able be-

, .
-fort applicatien
is:anted

.

. ,

with 'Winos
gent

.
'

t
....-

et "

t-
,

1 ,

,

.

.

.
,

'must be 21
years old

.

3'

.

must be at
least 30
Yeats old

.-
"should ha%

some ex-
pc:knee',

(this method
Ids riot
been uicd
in thepast
5 Years)

tI i

1')

-- .

,

6 months
'(variable)

.

'6 months
on permit

up.to 2
years on

.
piiniit-

,, ,

h,

. ,

.:-
6 months

.

,

(' ) ..

.

t.) .'('

written; over
trade (special-
ty); Made or,i
by inteina-
tioniligivert

'bk link ex-
&mining
oommittet.

written; usual.'
ly over-a ape-
Harty; 70 is
Passing; ex-
*Mining board
of president,
secretary, 3
elected mem-
bers; after ,

ambition

oral or practical
(3min ex-

, uniting bard

written and ..

practical (3-
man elected
examining

- board); 70 is
passing

written; over ',-
.trade or spe.
clalty; exam-
InInebtiard;,
70 Is passing

.
**until:tie, sr
irt spec:41W
areas i

written; over
tradk 61 ape.
eial0; local
examining
committee

over trade Or _

Specialty

t') '
,

)

--

--
(two, until

retimtly)
.,

--
---

.

--
(most are
sponsored,
imviever)

..

one from con-
s 'tractor

.-

contractor
recommends.,
'tlori Is Int-
portant

.
(this metho6 has
not been used
the put S years)

'

t')

(

--

°

-.

--
-...._.- --

yes

--

--

,

in

$300

$300

$300_ _ --

$300

$300

'
,

$300

$300

.

5300
..

(I )

il i

1

I

1

1

1

I

1

.

lInforetition unavailable. SOURCE: interviews with tronworlf.pre union business agents.
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TABLE 19. REQUIREMENTS,FOR ENTRY INTO IRbNIVOltKER UNIONS
THROUGH APPRENTICESHIP PROGRAMS: 19.1-72

Requirement: for Indenture

Local
unions

Ironworkers Vocal
381,(Atlanta5

Ironworkers Local
482 (Austin)

Ironworkers.
Locals 40 and
361 (New York)'

, . Ironworkers
84 (Hous n)

Ironivor ers Local
172 ( lumbus)

Iron orkers Local
46 (Jackson)

IxOnWorkers Local

i (Chicago).

ironworkers
Leical 377
(San Francisco)

Ironworkers Local
318 (Oakland)

Age'
range

Formal
educaticin

Type of
test Interview Fee

to 30-

18,030 (33
fur eaoar-
vieeriFen)

18 to 28

1$ to 30-

18 to 30

18 to 30

18'.to 30

18 to 30'

18 to 31

high school diploma
or GE6

high school diploma
"desirable"

10th grade

high school diploma
or GED

high school diploma

high s%ZtOol diploma
. or GED

aptitude test made out by
international

/

aptitude; physical per-
formance test ,

aptitude (TEC) I j

aptitude (Science Research
A isociat es)

aptitude

(No actual apprenticeship program

high school diploma
or GED

high school diploma
or GED

high schcol diploma
or GED-

aptitude

none, (used to require
Science Research
Aisociates)

JAC \ $150

JAC . $150

JAC (may be elimnateci $150
soon)

JAC

JAC

JAC

t present)

JAC (consider ref-
erence, experience,
residence, military
service)

- JAC

JAC

$150

$150

$150

$150 (after 8
weeks)

$150 (after 6
months'
probation)

150 (after 6
months'
pioba tion)

" t

0



TABLE 19 (CONTINUED)

Requirements for Journeyman Status

.
/

Local /
unions /

.

Duration
of program Tests Interview

Vote of
membershi

Number
of

vouchers
required

/

Fie
/ironworkers Local
13B? (Atlanta)/

Ironworkirs Local
482 (Ausiro

Ironworkers Locals
40 and 361-
(New York)

.

Ironworkers Local
84 (Houston)

Ircinworkers Local
172 (Columbus)

Ironworkers Local
469' (Jackson)

.
Ironworkers Local 1
(Chicago)

. .

Ironworkers Local
377 .

(San Francisco)

Ironworkers Local
378 (Oakland)

3 years (provision
for past experience)

3 years (up to 6
months for prior
experience)

3 years

-

3 years

.
,

3years

3 years

.

/
3 years

.

4 years (credit for
experience rare).

3 years

comprehensive
final exam

every 3 months;
comprehensive
final exam

two final exams;
written (given
by the school);

' practical (given
by the local)

.

comprehensive
final exain.

comprehensive
final exam

tests every 6
months; corn-
prehensive
final exam

two finals; one
by JAC, one by
local examining
board

written final
exam

written final
exam

--

--
.

--

--

--

--

--

--

t--

--

--

--

--

--

--

--

--

--
,

.
--,

--

--

--

--

--

_

$150 (total
,

membership'
fees of $300)

$150 (total membership
fees of 4300)

.

none at completion' of
program (total inem-
bership fees of $150)

-

$150 (total membei-
:ship fees of $300)

$150 (total member-
ship fees of S.100)

$150 (total member -
ship fees of $350)

.
.

$150 (total member-
ship fees of $300)

$150 (total member-.
. ship fees of $300)

$150 (total member-
ship fees of $300) 7

SOURCE: Interviews with ironworkers' union business agents.
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TABLE 20. REQUIREMENTS FOR TRANSFER INTO IRONWORKERS UNIONS,
FROM OTHER IRONWORKERS LOCALS: 1971-72

Local
unions

.

Inters view

Years of
experience

required

Probationary
period

required Test

Number
of

vouchers
required

.

Vote of
membership

.

Fee

Ironworkers Local
387 (Atlanta)

Ironworkers Local
482 (Austin)

Ironworkers Local
361 (New York) *

Ironworkers Local
40 (New York)

-

Ironworkers Local
84 (Houston)

Ironworkers Local
172 (Columbus)

Ironworkers Local
469 (Jackson)

Ironworkers Local 1
(Chicago)

Ironworkers Local
377 (San Francisco)

Ironworkers Local
378 (Oakland)

--

with ex-
amining
board and
executive
board

must ap
pear be-
fore ex-
ecutive
board and
request
transfer

with exe=
cutive
board

--
i

--

* -

0 )' .

--

--
(transfer automatic

i
I, --

--

--
.

...,---

--
(transfer automatic

--
,

.

(no transfers

(1)

--

90 days

"th
'Io

er
hile

establish
manent
residence

--

"quite
while"

admitted

(I

"has
a certain
amount
time,"
pending
individual
and
work

--
for members
.

1 e to
k h'

for a
"

per-

for members

a

for past

)
4

.

to work '

of
de-

on

*lie of

--
in good

--

--

only
for
men
from
mixed
locals

--

--
in good

.

5 years)

e )

--
standing)

--

--

--
.. .

--
standing)

--

.

(I )

,

--

--

.

seldom done

seldom done

t .

--

-- .

--

(I )

--

'
, -

--

--

* -- .

-

,
$50 if a member less than

2 years
., '

-

.
if from Canada, must pay
diffetence in initiation
feet between home local
and Loca1469 .

(I) t."-

.

Information unavailable.
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The Permit System

Table-21 shows ,thatthe _ironworkers permit - system. is althost
uniforth. Ironworkers also are unique ir allowing nonmembers and
travelers to work on pertit, usually for as long as 'they like or
until the available jobs can be filled by local members. The fee
is equal to the local dues, which are usually $2.50 per week,
plus an "assessment ". of $3.0.0 (which is paid only for those weeks
the member is actually at work; if he is laid off, he pays only
the $2:50 dues).

Plumbers and Pipefitters

The United Association of Journeymen and,,Apprentices of the
Plumbing and Pipefitting Industry of the United States and Canada
do primarily commercial and indUstrial work, although residential
plumbing is becoming organized in numerous areas. Several unions
also have "metal trades" branches, whose members work in the .less
prestigious shop and-maintenance.areas. Also, Local 38 in San
Francisco and Local-44 in Oakland have "marine" categories for
shipyard workers, similar to those in the Bay Area IBEW locals..

The pipe trades in New York, dhidago, and Houston, have
separate locals for plumbers and pipefitters.(alao called steam-
fitters). In those cities there is considerable employment for
pipefitters in refineries as well as in commercial heating, air
conditioning, and refrigeration; the plumbers work on water
piping and waste disposal. In the other cities, there are mixed
locals with separate journeyman categories for plumbers and for
pipefitter6 or steamfitters; however, in mixed unions, it is
common for'plumbers and pipefittets to work in each other's
crafts, sifice the tasks involved are often quite similar.

Entry through Nonapprenticeship Routes

Requirements for admission to journeyman status in the
construction branches of the pipe trades appear to be the most
stringent of all of the unions under study. These entry
standards, found in table 22, differ substantially, from those
which must be met for membership in the metal trades branches.
Men who enter the unions from "off the street" are required
to, have from 3 to 5 years' experience in the trade, to be
interviewed by the local executive committee or examining
board, and (except in Steamfitters Local 638 in New.York) to
take a written (and sometimes practical,) test over the trade
and related mathematics, building codes, and blueprint reading.
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TABLE 21. REQUIREMENTS FOR WORK UNDER IRONWORKERS UNIONS'
PERMIT SYSTEM: 1971-72

.
Local

Unions

Workers
- eligible

for
permit Test

Permits
issued at

businesi agent's
discretion

.

_. Fee

Length of time
a nonmember

may work
on permit

Ironworkers Local
387 (Atlanta)

Ironworkers Local
482 (Austin)

Ironworkers Locals
361 and 40
(New York)

Ironworkers Local
84 (Houston)

Ironworkers Local
172 (Columbus)

Ironworkers Local
469 (Jackson)

IrOnworkers Local I
(Chicago)

Ironworkers Local
377 (San Francisco)

IronworkertLocal
378 (Oakland)

anyone; travelers given
precedence over
nonmembers

anyone

anyone -

,'

anyone

only specialists

anyone 4

anyone

(I)

travelers, apprentices
(first 6 months),
trainees

4

r

--

--

--

7....

.--

--

--
.

(I )

(trying

I

yes

yes

service dues (for
travelers)

-

$2.50 per week dues,
$3 per week
"assessment"

$2.50 per Week

$2.50 per week
(=local dues)

local dues

service dues 4

local dues
Q

(I)

service dues

until he takes his
journeyman tests

..,

unlimited

unlimited

unlimited

3 years

unlimited

unlimited

(' )

unlimited

.

yes

yes

yes

'' yes

yes

(I)

to eliminate permit
system)

1 Information unavailable. SOURCE: Interviews with Ironworkers' union business agents.
O a
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TABLE 22. REQUIREMENTS FOR ENTRY INTO PLUMBERS ANOPIPEFITTERS UNIONS
THROUGH NONAPPRENTICESHIP ROUTES: 197 \72

Local uniolis
and estimated

active
membership.

.

Interview

. Yiars of
experience
required,

lobationary
period

required ,
Type of

test

\
Num her

of
vouchers,
required \

Vote of
membership

Initiation
. fee

Plumbers and
gleamfitters
Local 72
(Atlanta); 1,000

Plumbers and
Steamfitters
Local 286
(Austin); 400

Plumbers Loral I
(New York);
2;500

Plumbers Local 2
(New York);
3,000

-..

.

iteamfitters Local
638 (New-York);
4,200

'ipefittets Local
211 (Houston);
4,000 in building
trades branch"'

(1) through
organization

(2) b examina-y,

tion

1

3) from metal
trades

5-man executive
board (2 plum-
bers, 2 fitters,
vice-president);
before test

.

before exam,
examining cons-
mittee

by executive
board'

.
..-

by executive board
(vice-president
and 4 elected
members)2

--

business agent at
large, president,
and secretary-
treasurer

.

executive board
reviews applica-
tion

--

5 years

5 years

_,..

..,

5 in metal
trades=

5 years 2I
3 in metal

trades3

5 in the
trade; 3 in
onion's
metal
trades

branch

5 years

Sin trade;
3 in metal
trades,

.

6 months
(after test)

1 --

--
.'

--

.

6 months un-
der a con-
tractor (if
not taken in
through or-
ganizing)!

--
s

--

--

--

written; over
trade (plumb-
ing, fining, or
refrigeration);
3-man exami-
nation board
(elected for
each specialty)

over specialty,
3-man elected
examining
board; 70
is passing-

written and
practio12

if,recommended
by contme-
tor'

written; over
trade; 4-Man
elected exam-
Ming board2

written; over
' trade; 4-man

elected exam-
ining board'

-- .

--

written; over
trade, maths

"layout; like
apprentice
final; 3-man
elected exam-
ining board;
60 is passing

same as above

I

I; does not
have to belong
to this local

2'
..

--
.

--

,

must be spon-
sorer] by con-
tractor or
foreman

ef

take the word
of the con-
tractor--

.

GI

yes

yes

. yest

.

--
.

yes, if rec.
ommended'

yes2

.

--

--

--

.

$500, (SS a
week dur-
ing pro.
bation
toward
payment)

$500

$100'

.

S4002

$125'

$2502

S1253

$800 for
construe-
Lion; S80.
for metal

. trades

1500.

$300 (+5200
when enteri
metal trade
total $500

See footnotes at end of table.

78

89

ng
);



4,

TABLE 22 (CONTINUED) °

Local unions
andestimated

active
membership Interview

Years of-
experience
required

Probationary'
,period
required

Type of
test

Number:
of

vouchers
, . required

Vote of
nienibership

.

Initiation
fee

Plumbers Local
68 (Houston);
1,0005

(1) commercial 5-man elected 5 years -- written, prat -- yes (pro $200

,and industrial executive board ', (mint be --Heal, and - . forma)

. requite State 22 years
license oil)

.

drawing; made
out by 3-man
examining
board; 70
is passing

.

(2) residential '. -- -- -- -- -- $50

Plumbers and ",
Pipefitters

witItekamining 5 years
. board

-- over trade or
. sPeciilty

3 -- $875

Local 189 .

(Columbus); -.
1,000

-
'

Btumbers and with business 5 years -- written; over 'sponsorship yes $1,000

Steamiltters
Local 681
(Jackion)

agent
t

trade; 6-man
elected exam
board; similar
to appren-

is customary
.

. ticeship final
r

r
Pipefitters Lopl with board of 8 if he comes 1 year "frir welders employer must -- 350
5,97 (Chicago);
7,500 in building

business agents from metal
(after 90 days trades

only vouch for
applicant's

,

trades on job) branch, 3 abilityb e
in metal . .
tradei

Plumbers Local
130 (Chicago);
3,800 in building
trades

with executive 5 years (in-
board eluding 3 if

he comes
' from metal

trades)

-- written; over
city cocIns;by,
exam board
(unless he has
a license); .
also must get
a city license

--

.

-

-- $800

Plumberi and (`) (` ) (`) (`) (` ) 0) 0)
Pipefitfers ,

Local 38 (San
Francisco); ,

.
2,600 in building
trades

,

.
-

Plumbers and with examining 5 years -- written; over -- yes (pro $800

Pipefitters Local.
\ 444 (San

board
-

trade; exam-
inine board;

forma) 1

' rancisco); 600 / 3 parts: (I)
code, (2)
drawing, and

- .

. (3) blueprint

Metal Trades Branch

3Construction branch
Requirements for metal trades journeymen who wish to

be upgraded into the."A" branch (conimerciql and industrial
construction).

41n addition, metal trades branch has 1,100.1,200 active
members.

7.9

94,

5To advance from residenti: I to commercial and indus-
trial work, one must stay in residebtial work for 3 years, take
the journeyman test, and pay an additional $1500fee,

6 Information unavailable.

SOURCE: Interviews with UA union business agents.



Probationary periods, vouchers, and votes by the membership are
also_requiredfOr_admis'Sion. Finally, the journeyman initiation
fees are. among the highest of any union, ranging Alp te.'$875-in,
Columbus and $1.,000 in Jackson.

A metal trades journeyman'who wishes, to work in the construe-
. tion 'branch is-required to spend from 3,-to 5 years in the metal
trades before he. is eligible to-take the construftionjourneyman

-trade test. If he passes, he must take up the difference between
the construction initiation fee and the fee he paid when he
joined the metal trades; this difference is often substantial.

Unions With residentialor metal trades branches have much.
lower requirements for entry into these lower- paying areas than
for the commercial and industrial branches. Sponsorship by a
contractor and payment of .a nominal initiation fee are usually

theonly requiretents for a metal trades book. However, as
noted, it is difficult for metal trades journeymen to move into.
the constr1iction branch.9

O

Entry througti Apprenticeshit.

Table 23 shows that, as in the case of journeymen, admission
standards for pipe trades apprentices are high. The maximum
apprenticeable age for the pipe trades is usually the midtwenties.
Except for Local 189 in Columbus, which dropped its eucatiopal,
requirement in 1971 due to pressure from minority,grOUps, all
locals, require either a high school diploma or a GED. All programs
except the one in Austin require aptitude tests; several require

o:tests on mathematics as well. The JAC for each program interviews
,applicants, and initiation fees vary from $20 to $350. Those
programs with relatively low fees require payment after a 6 -month
probationary period; except for\Local 130, the few with largefees
allow payment over 'the duration of the program.

9Because of such difficulty in switching departments 'within
the union, a Federal court in 1972 ordered Steamfitters LoCal 638
in New York to grant membership in the construction or."A" branch
to 169 minorities, many of whom were members of its metal trades
or "B" branch. The court affirmed that these minorities met the
"requirements for membership in the "A" branch, which includedat
least 5 years of practical working experience in the plumbing and
pipefitting industries. See United States v. Steamfitters

, .

Local 638, 337 F Supp. 217 (1972).
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TABLE 23. REQUIREMENTS FOR ENTRY INTO PLUMBERS AND PIPEFITTERS UNIONS
THROUGH APPRENTICESHIP,PROGRAM: 1971-72

Requirements for lair:tyre.

Local \
unions

Age
range

Formal
education

Type of
.test Interview

Plumbers and
Steamfitters
Locar72
(Atlanta)

Plumbers and
Steamfitters
Local 286
(Austin)

Plumbers Local 1
(New:York)

Plumbers Local 2
(New York)

Steamfitters Local
638 (New York)

Plumbers Local
68 (Houston)

Pipefitters Local
211 (Houston),

',umbers and
.Pipefitters
Local 189
(Columbus)

Plumbers and
"5tespifitters
Local 681
(Jacksoit)

Pipefitters Local
597 (Chicago)

Plumbers Local
130 (Chicago)

Plumbers and
Pipefitters
Local 38 (San
Francisco)

Plumbers and
Pipefitters
Local 444
(Oakland)

18 to 25 high school diploma
(27 for ex- or GED

1

service -
men)

17 to 25 'high school diploma
"(28 for ex- or GED
service-
men); bizt
certificate

h

18 to 22
(24 for
ex-service-
men)

18o 2A
(27 fde
ex:Service-e
men)

18 to 2S3
(27 for
ex- service-
men)

18 to 22
(plus time
in military
service)

18 to 25

18 to 26'
(30 for
ex-service-
men)

18 to 25

high school diploma
or GED

high school diplomi
or GED

high school diploma
or GED

high school diploma
or GED

high schobl diploma
or GED

10th grade (formerly-
high 'school diplo-
ma or'GED)

aptitude test of Manpower
Administration, USD14.
math by JAC

aptitude

aptitude (given by Stevens
Institute) and physical

aptitude (given by Stevens
Institute) and physical

IQ (TEC approved);
arithmetic

aptitude (by TEC); math
(by JAC)

.GATB

high schobl diploma aptitude; by State
or GED employment service

18 to 21 high schdol diploma
(phis time or GED
in military

- service or
college)

18 to 25 high school diploma
or GED

18 to 30 .high school diploma
or GED'

18 to 26
(up to 6
months'
credit for
prior ex-
perience)

high school diploma
or GED

aptitude

aptitude

written and oral

aptitude; 70 is passing

81

JAC; "attitude is
important"

JAC

JAC

JAC

JAC

JAC

JAC

JAC

'JAC

JAC

JAC

JAC

JAC

Fee

$150 (after'6
months'
probation)

$20 after pro-
bation

$25 per year for
4 year's, $100
the last year

$100

$100

$25 (after 6 41,
months'
robation)

$100 (after 6
months'
probition)

$40 (after 6.
motiths' pro-
bation)

$40 (after 6
months'
Probation)

d-

$350 (paid over
5 years)

$350 (after 6 "
months)

)

$41 per year
. for 5 years

(=1205)

0

0
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TABLE 23 (CONTINUED)

Requirements for Journeyman Status

Local .

unions

,

Duration
of program

,7.-. Tests Interview

7

Vote of
membership

Number
of

vouchers
required Fee

. .

Plumbers and Steam-
fitters Local 72
(Atlanta) .

Plunibers and Steam-
fitters Local 286
(Austin) .

Plumbers Local 1
, (New York)

Plumbers Local 2
(New York)

,

Sieamfitters Local
638New York)

Plumbers Local 68
(Houston)

Pipeline's Local
1 1' (Ho u ston),

-

Plumbers and Ply:.
fitters Loral 189
(Colu5inin)

Plumbns and Steam-
fittes Local 681

-(Ja Atson)
,1

Pipefitteis Local 597
-(Chicago)

.

Plumbers Local 130
(Chicago),

Plumbers and Pipe-
fitters Local 38
(San Francisco)

,
Plumbers and Pipe-
fitters Local 444
(Oakland)

5 years (up to 1 year
off for experience;
seldom done),.

,
.

5 years (up to 3 years
-for prior experience)

5 years

. .

5 years

5 years, i

.

5 years (up to 1 year
credit for prior

.experience5

5 years `

:,5 yens (credit for
experience)

5 years (credit for
experience)

IYeals

5 years.(provision for
experience or prior
training)

5 years -

,

-
5 years

'

every 4 1/2
months; no
final; must pan
licensing exam

every 6 months;
city licensing
exam and State
test for plumbers -
at end of comae

comprehensive'
final

testi and upgrad-
ing every, 6
months; no
final exam

yearly;coMpre-
hensive written'
final exam

2 per year; corn-
prehensive
final; State
licensing exam

tomprehensive
final exam
(written and
practical)

every 6 months;
no comprehen-
five final

yearly; compre-
hen sive final

at intervals; v

comprehensive
final (written
and oral

every 6 months
for 3 yens;
comprehensive,
final; city
licensing exam

..,
(I)

final
s.
exam each

year; no
,
oom-

prehensive final
at end of pro-
gram

--

a
--

--

--

--

--

--

.

--

--

--

--

--

--

--
.

--

--

--

--
,

--

,

'

---..

a,

--

--

--

--

41.

,.

/

none at completion of
program-(total mem-
bership fees of $105)

$105 (total mem
ship fees of $125,

none at completionof
program (total mem-
bership fees of $200)

5200 (total member -'
ship fees of.$125)

$200 (total member-
ship fees of $300)

.

$25 (total member-
ship fees of $50)

none at completidn of
program (total mem-
bership fees of $100)

none at cortifiletion of
program (total mem-
bership fees of $40)t.

none at completion of
program (total mem-
bership fees of $40)

none at completion of
program (total mem-
bership fees of $350)

none at completion of
program (total mem-
bership fees of $350)4.

'
.2( ) .

none at compktion of
program (total mem-
ber ship fees of 5205)

--

--

--

--

--

--

o

.

IlnlormatIon SOURCE: Interviews with UA union business agents.
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Apprenticeship programs in the pipe trades are 5 years.long;
/some- reduce the training period for men with experience in the

// trade, Most programs test apprentices regularly and give c6mpre-
0/

/ hensive examination's at the end of the training period. Where
.!

/ journeymen are licensed', the apprentices must pass licensing tests

/ before becoming journeythen. Few loCals charge fees at the end of/
the apprenticeship-programs. /'

-Transfers from Other Locals

UA.members may transfer their meMberShips to other UA locals,
but the process is not automatic (see table 24). .Although recom-
mendations and some experience in the trade are sometimes exPected,
the most common requirements are for the member to work for 'a rear
on permit in the area into which he wishes to transfer and; to

establish permanent residence in the labor market into which he is I

.transferring. Several locals reqUire interviews with the executivi,

board or with the business agent. ,

The Permit System

Table 25 indicates that UA locals usually allow only travelers
from other UA locals to work. on temporary permits; some allow
relatives of members or metal trades journeymen to work on permit,
subject to the business agent's disCretion. A few unions allow
nonmembers to work in their juriSdidtion but these give prefer-

ence to travelers (andi of course, to their own members'). As a'

matter of fact, Local /444 in Oakland 'claimed-,O have a large
number, of minorities (nonmembers) working on permits in 1972. In

all cases,,Ithe fees are equal,to localdues.

Sheet Metal WorkerS

The Sheet metal workers take pride in the fact that theirs is

the only construction trade whose members \begin with s flat sheet
of tin, stainless steel, aluminum, or copper and fashion an entire

finished product from it. Their work is commercial and industrial,
and, unlike the work in most other crafts, involves a substantial
amount-of fabrication in shopS as. well as onsite construction.
Sheet metal workers make and install gutters\and downspouts, air
conditioningand heating ducts, lockers, rooiinl, siding and deck-
ing, and stainless steel kitchen equipment. The Bay Area sheet
metal workers' locals have separate divisions\for Shipbuilding

workers. ,
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TAILS 24. REQUIREMENTS FOR TRANSFER INTO PLUMBERS AND PIPEFITTERS UNIONS
FROM OTHER*PLUMBERS AND PIPEFITTERS LOCALS: 1971-72

unions, Interview

a

Years of Probationary
experience. period
required required Test

Number
of

vouchers
required

Vote of
membership Fee --

Plumbers and Steam-
fitters Local 72
(Atlanta)

Plumbers and Steam-
fitters Local 286
(Austin)

Plumbers Local 1
(New York)

Plumbers Local 2
(New York)

StAz.rafittert Local
638 (New York)

Pipefitters Local
211 (Houston)

'Plumbers Local 61
(Houston)

5;

Plumbers and Pipe-
fitters Local 189
(Columbus)

Plumbers and Steam-
fitters Local 681
(Jackson)

Pipefitters Local 597
(Chicago)

Plumbers Local f 30
(Chicago)

Plumbers and
Plpefiiters Local 38
(San Franclico)

?limbers and Pipe-
fitters Local 444

A (041d41.19

with execu-
tive board

with execu
the board

)

with bull -
near agent

5

2 in plumb-
ers and
pipefitters

(a)

1 year

1 year as a
traveler (mad
be waived by
business
agent)

1 year as a
traveler

-by city
licensing
board
(soon
State test
will co;-
er all)

lyear as a
traveler, and
life in the
load's juris-
diction' for 1

must titabliah
Permanent ,

residience in
the area. .

(w0 k must be availabk)
-

;-
lye.Pr

pear .anent
ressiiddence .

permanent
ressdence; 1
year eta

-traveler

(I1

I yeir Hying
In sea

(I).

1Information unavailable.

'84

must be
recom-
mended
by fore-
man and,
buscriest
aieritat-
large

(1)

mutt show
written
proof of

Iexpert-
epee

seldom done.

yet

(1)

SOURCE: ntertiewt with UA union business agents.
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TABLE 25. REQUIREMEN1S FOR WORK UNDER muttons AND ['REFUTERS UNIONS'/
, PERMIT SYSTEM: 197142 .

Local
unions,

Workers
eligible

fox
.Permit Test

P'ermit's
issued at

busbfess agent's
discretion Fee

Length of time
a nonmember

may work
on permit

Plumbers and Stearyi-
litterslocal 72
(Atlanta), /

Plumbers and Steam-
fitters 286
(Austin)

Plumbers i:ocalr 1
and 2 ( cw York)

Sic this Local
638 New York)

Pi titters Lout 211
Houston)

Phimbe rs Local 68
(Houston)

Plumbers and Pict-
fitters Local 189
(Columbus)

Plumbers Local 681
(Jackson)

Pipefitters Local 597.
(Chicago)

Phanbeis Loca1.130
(Chicago)

'Kungen and Pipe'
'( fitters Local 38

(San Francisco)

Plunibers and Pipe.
fitters Local 444
(Oakland)

traveling members; stu-
dents (in summer,
mostly relatives of
members)

travelers only

travelers (plumbers ar.d,
kg-fitters only)

plumbers and pipefHters
travelers or metal
trades members

anyone

plumbers and pipelitters
travelers

anyone

anyone

men on probation:
travekts

=Cite!'

psorlty in work re-
fer:alt.

A) own members
B) travelers
C) permit men and;new

Members

(anyone who saysbe is
a journeyman; =Ay
minorities on permit...
must know oodel ti

for Icel.
deft;
given
walk
job by
em-
ployer

ten

yes

yes

yes

Yes

yes

yes

yes

.Yes.

Yes

e )

$8 per, mouth

58 per month.
traveler's dues

$8 per month

$8 pilmonth,

I
$14 Per month

per week

2% of gra; pay

low) hart

tocitduel

I-

no dxs until a
member

'unlirriturd

unlimited

torlintitted

unlimited

unlimited

unlimited

unlimited

unlimited

I year for men on.pro-
batiou; =limited For
travelets

=Witted

e )

. _ ,
I e.g) :ten naLor &die
tor

;

'Information unst,silablc.

.

SOURtli! 1Mtt;icw4. watt+ IAA tk,04....e14
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As with the electrical workers, the sheet. metal workers'
unions -are not divided according to specialties, oven in the
large cities: All of the locals, in this study are mixed locali,
containing'broadly skilled journeymen as well as ,numerous
specialists. Again, the construction specialties dre informal
categories rather than4rigid subcrafts whose meMbers must work
only within their classification*

Entry Through NOnanprenticeship Routes

The standards of entry to the sheet metal workers' unions
are rigorous but subStantiaIly similar from/city to city (see'.
table 26). Applicants are interviewed by either the business
'manager or the local examining board, &Iter which they take a
written or practical test over thd trade or specialty. Several
unions will net consider an applicant for membership with less
than.4 years' experience in the trade. The initiation fee is
the equivalent of 100 hours' pay at the journeyman rate in effect
when the final payment is made. Thus, if a man has paid part,
but not all,, of the fee when the journeyman wage rate. increases,
his total fee increases.

An exceptiOn to this pattern is Sheet Metal Workers Local 28
in New,York, which has a long-standing practice, of admitting
members only through the apprenticeship route.' The business
manager relented partially from this policy in 1968 and 1969 be-

.

cause of &drastic shortage of union mechanics, but since 1969 the
union has reverted to pa.st form and now, has such high membership
standards that no one -can enter directly as a journeyman. this
policyextends.even to members of other local& who wish to transfer
into Local 28,, although travelers may work on permits without
transferring.

ti

Entry Through Apprenticeship

The maximum age for admission to the sheet metal workers'
apprenticeship programs is 23 to 26. As shown in table 27, the
other requirements are practically uniform: a high school diploma
or GED (except in Sap Francisco); passage of an aptitude test (or,
in the Bay Area, .a battery of aptitude tests); ,an interview with
the JAC; and payments toward the journeyman initiation fee made'
regularly 'Over the duratitin of the program,

In San Francisco and Oakland, the apprenticeship programs are
41/2 and 5 years long, respectively; the.other programs are 4 years
long,-with credit for experience rarely extended. Testing is

86
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TABLE 26. REQUIREMENTS FOR ENTRY INTO SHEET METAL WORKERS'UNIONS

THROUGH NONAPPRE/4TICESHIP ROUTES!' 1971-72

.

Local unions
and estimated

active'
-menibership ---

n
. . .

Interview

.

Yeari of -
_ experience

-required- .

,

Probationary
period ,

- required -'-

.
Type of

-test-

Nuniber
of .

vouchers
-reauirecl..-.--

e

. .
,

Vote of .
-Meinbirship. .

-.:a

initiation,
. - -fee.

,

Sheet 'Metal
Workers Local .
85 (Atlanta); .
700

.
4'

Sheet Metal Work-.
erg Local:28'
(New York);
about-3,000

S_ heet Metal Work-
erg Local 54 .
(Houston); 950
in construction,
400 in
production

.

Sheet Metal
Workers Local'
98 (Columbus);
1,00Q

Sheet Metal
Workers Lo4a1
"406 (Jackson);
200

Sheet Metal
Workers Local
73'(Chicagii);
6,000 in building
trade's

Sheet Metal
Workers Local
104 (San

,Francisco);,700

s
63 members of 10--... . a

man examining
committee
ra :

. *

,t G

,.;

.

e
--

.

with busineis
manager

. ""' .., .

with busineu
agent .

'

with business
manager

with examining
board

ri

4

.a ..

(2)
.

4

4

4

- --

--

A

-- af
.

.

.

..
1 year to pay
full fee

.
.

--

a period on
permit

--

6 months

"

written (oral in
some special-
ties), over
trade; 70 is
passing,

a

written and
practical

written; over
trade; equiva-
lent to 2-year
apprenticeship
test; 70 is
paising

if business
manager says
soadminis-
tered by con-
tractor

-- 4
.

written; over
trade or
specialty

written and
practical;
some math

1 g '
2 (buoiness- -

agent and
assistant)

'

--

.

1 from contrac-
for if test was
administered
by contractor

2

contractor
must guaran-
tee employ-
ment

--

-, --'

-
"'

' / ,,,,

--

yes

-

yes

--
4,

.

--

,

'

I

4'

.

100 hours i
pay at
journeys'
man's;
wage rate
in effect
when fee
is paid

' /--
4 '

1.

*

100 hours
pay at
journey-
man rate-

.

$770 (100
hours
pay at
journey-
man rate)

100 hours
pay at

, journey-
man rate

100 hours
'pay at
journey-
man rate

100 houis
pay,at
journey-
man rate

These iequireinents only used in 1968 and 1969.
Must be 30 years of age or older.
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SOURCE: Interviews with sheet metal workers' union busi-
ness agents.
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TABLE 27. REQUIREMENTS FOR ENTRY INTO SHEET METAL WOAKEIS',,UNIONS

THROUGH APPRENTICESHIP PROGRAMS; 1971-72

e4 p Requirements for Indenture
4,4

Local o

-unions-
Age

range
Formal

education
Type of

test Interview

.

Fee

Sheet Metal
-Workers Load-
85 (Atlanta)

Sheet Metal
Woriers Local
28 (New York)

>

Sheet Metal
Workers Local
54 (Houston)

A

Sheet Metal
Workers Local
98 (Columbus)

.
Sheet Metal ,
Workerstocal
406 (Jackson)

Sheet Metal
Workers Local
73 (Chicago)

Sheet Metal'
Workers Local
104 (San
Francisco)

Sheet Metal
Workers Local
216 (Oakland)

17 to 26
(31 for
ex-service-
men)

17 to 25
(30 for
ex-service-
men)

.

.
'

17 to 24
(plus time
spent in
military
service)

16 to.23' (plus time
.. in military

service)
.

1g to 25
(plus time
in military
,service)

17 to 23
(plus time
in Military
service)

18 to 23

17 to 23
(plus up to
4 years in

-military
service)

high school diploma

o

high school diploma
or GED -

.,,,,

high school diploma,
or GED

high school diploma
or GED '

high school diploma
or GED

.

high school diplOng
or GED

high school diploma
or GED

'high school diploma
(and transcript)'or
GED; math and
mechanical
,drawing

Georgia State Employment
Service aptitude;,(6th-7th
grade math)
o "

. ..

. aptitude (given by in-
dependent testing com-
parry) and physical exam ',

. ,

.

.

aptitude (given by local)
.

aptitude (independent
testing service) .

o,

aptitude; math by em-
ployment service .

aptitude -

3 written tests (must make
50 on each and total of
171) spatial relations,
reading -

4 aptitude tests

JAC

.

JAC

:-. .

.

'.
JAC .

-
1

JAC

JAC

.

3-man committee (1
union, 1 from JAC,
apprenticeship
coordinator)

JAC
-

JAC

.

.0

.%

,

.

$10 on applica-
tion; $25 first
6 months; $40
each 6 months, .
third year; $50
each 6 months,
fourth year - o

. (applies tot. .

,ward journey-
man fee)

.
100 hours pay
at journeyman .
rate (payable
ovii 4 years)

..

100 hours pay
at journeyman
rate (paid over
4 yeirs)

$4 monthly

4
.),

$ o
.100 hours pay

at journeyman .

rate "(paid 'over
4 years)

50% of journey-
man fee paid
over 4 1/2

.years

100 hours pay
at journeyman
rate.(paid over
5 years)

./ 88
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.0 TAB1;E27 (CONTINUED)

Acquirements for Journeyman Status

_ _

___ Local._
uniOni

Duration,
of program

. .

Tests
.

interview ,

Vote of ._
membership

.Nurnbe
of

voucheri
required

.

Fee

Sheet Metal Workers
Local 85.(Adanta)

Sheet Metal Workers
Local 28
(New York)

Sheet Metal Workers
Local 54 (Houston).

.

Sheet Metal Workers
Local 98 (Columbus)

Sheet Metal Workers
Local 406 (Jackson)

Sheet Metal Workers
Local 73 (Chicago)

.

Sheet Metal_Workers
Load 104
(San Francisco)

...

Sheet Metal Workers
Local 216
(Oakland)

.

4years (can test for
credit for
experience)

4 years q

4 years

4 years

4 - 5 years

4 years

.

4 1/2 years

.

5 years (some credit
for experience on'
recommendation
by employer)

every 6 months;
comprehensive
final

every 6 months;,
no final exam

4
evely 6 months;
coniPrehensive
final .

.

'at intervals; no
comprehensive
fina l

every 6 months;
final is not
comprehensive

every 6 months;
no compre-
hendve final

every year; r
comprehensive ,

final

no comprehensive
finals; rated by
instructors .

--

--

.
--

...

--

--
,

--

--

s-

.

--

--

-- .

--

--

%

--

--

. --

--

--

--

--

--

2

/

100 hours pay at
journeyman 'rate (part
paid during appren- -
dceship)

remainder of the four-
neyman fee (100 hours
pay at journeyman=
rate) .

.

total fee=100 houri pay
at journeyman rate-.

total fee=100 hours pay
at journeyman rate

total fee=100 hours pay
at journeyman rate

I

total fee=100 hours psi
at journeyman rate

total fee=100 hours pay
at journeyman rate.

.---

total fee=100 hours pay
at journeyman rate

SOURCE: Interviews with sheet metal workers' union
0business agents.
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frequent, but only two programs have comprehensive final exams.
Except'in San Francisco, at the end of the program, apprentices
are expected to pay the balance of the journeyman initiation fee-

Transfers frot,Dther Lodald

Except for Local 28 in New YOrk,,which does not accept trans
fers, and Local 216 in Oakland, which accepts all members in good
standing, the sheet metai-workers', locals under study have two
principal requirements for transfers. These, ShOwh in table 28,
are, passage of a trade. test..or- -the- -payment of any -difference'in-
initiation fees. In no case are these requirements made ofljourney-
men who have been members for more than 5 years; in only one case
(Local 104 in San Francisco) are both requirements used by the same
union. r

The Permit System

Only traveling members of other sheet metal workers-' locals

.....:7

may work on permits, as shown- in table 29. Ho ever, as in most
unions, new members still making payments tows d their initiation

' fees are'considered to be on permiti also. Travelers are charged
$1.00 per week in three locals; the others charge no fee.

,Sumtary of Union Admissions Policies
.

Three apparent patterns emerge from the foregoing catalog of
union entrance procedures. The first is the great similarity'be7
_tWeen-the entry standards of different locals within any intekna::7
tional. Regardless-of the size or location of an-MEW local union,
for example, its apprenticeship standards tend to resemble thbse of
other IBEW locals; bricklayers' and sheet metal workers' procedures
are'remarkably consistent, evem though labor markets vary widely in
size, location, and degree of unionization. The degree of con-k

formity among entry standards varies, however. Fees vary within
-*someinternationals because the amounts are influehced by local
-rates of compensation and-labor market conditions. Other"varia-
tions are apparent in age and education requirements, and
(especially for carpenters) in types of test and interview
procedures used. Entrance requirements, for apprentices usually
vary less within an international union than do policies with
respect tb' transfers between locals.

a
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TABLE 28. REQIHREMENTSFOR TRANSFER4TO SHEET METAL WORKERS' ONIONS
FROM - OTHER SHEET METAL WORKERS'. LOCALS: 1971-72

'Local
.unions Interview

Years of
experience
required

Probationary

period
required Test

Number
of

vouchers
required

Vote of
membership Fee

Sheet Metal Workers
Local 85 (Atlanta)

s.

Sheet Metal Workers
Local 28 (New
York)

Sheet Metal Workers
Local 54 (Houston)

. Sheet Metal Workers
Local 98
(Columbus)

Sheet Metal Workers
Local 406
(Jackson)

Sheet Metal Workers
Local 73 (Chicago)

Sheet Metal Workers
Local 104
(San Francisco)

Sheet Metal Workers
Loa:1216
(Oakland)J

o v e r spe-
cialty
and
only if
man has
held a
card
tess
than 5
Years

(transfers are not accepted)

if book
is less
than 5
years
old

(otherivise"," iinsfer 2utomatic for a member in good
standing)

I - - written
and

tical rf
a jour-
ney-
man
less than
than 5
years
(unless
he
served
ap-
pren-
tice-
ship)

ta

Must apply for membership or be requested by contractor. Otherwise, any member
in good standing may trpsfer into Loca1216.

I
must pay difference in

initiation fees between
'home local and Local.
54, if book is less than
5 years old

1 month's dues

must pay difference in
initiation fees between

`home local and Local
406, if book is less
than 5 years old

must pay difference in
initiation fees between
h e local and Local

, if book is less than
5 years old

must pay difference in
initiation.fees between
home local and Local
104; if a journeyman
less than 5 years

SOURCE: Interviews with sheet metal wo'rkers' union business agents.
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TABLE 29. REQUIREMENTS FOR WORK UNDER SHEET METAL WORKERS' UNIONS
PERMIT SYSTEM: 1971-72

Loci!'
unions

.
Woikeri
eligible

lOi
permits

.

r
Test

.

'Permits
issued at

busiiieSsigeni'S
diseretioi

_

Fee - .

Length of-time
a nonmember
thay work

. On permit

Sheet Meta orkerg
Local 85
(Atlanta)

.
Sheet Metal Workers
Local 28
(New York)

Sheet Metal Workers
Local 54
(Houston)

Sheet Metal Workers
Locar1.98 .
(Columbus)

Sheet Metal Workers
Local 406
(Jackson)

. .
Sheet Metal WOrkers
Local 73
(Chicago)

Sheet Metal Workers
Local 104
(San Francisco)

Sheet Metal Workers
Local 216
(Oaklalid)

traveling members only

.

travelers
.

_

.

travelers; people
paying on journey-
man books

travelers,

anyone

travelers

.

.

travelers
:I

--
.

--

,--

--

--

--

'

0

yes
----

yes

yes

yes

yes

yes

.

'

.

Sl,per week, at
business agent's
discretion

--

travelers-SI per
week; others-S5
per day till book is
paid for

-- _.

I

.

--

00

. SI per week

. unlimited

.

unlimited ,
.

unlimited ,

VI

-

must apply for member-
ship or eventually
perinitimevoked- )

unlimited
. r

-.4

.

0
unlithited

.

SOURCE: Interviews with sheet metal workers' union 'business
agents.
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The 'second pattern is in the degree to which entrance

teguirements for various locals-differ from each other within
.a labor market. The Admissions policies for jOutneyman brick -
layers seldom, resemble the,adtissions procedures in the plumber's'

..dnion. An IBEW :local's attitude toward transfers will usually
\differ fkcim that .of .a carpenters' local within the same labor
market. Acwever, there is likely to be less diversity in
apprenticeship entrance requirements and permit procedures
of various lobal unions in-a 1-articular city.,

The third major conclusion is that union admissioris
policies'varytftot4uite lax to highly stringent as the degree
of preparation and nonmanual skill required in the trade
increases.p Thus, for direct admission.of journeymen, the
bricklayers require only two vouchers and an initiation fee
of about $200, while the plutbers usually require tests over
the trade, several years. experience, interviews with union
executiyeboards,.and initiatioq fees of up to $1,000. 'For,

apprenticeship,, the carpenters often do not require any
'aptitude teat, or a high school education; the electricians
invariably require a high school.diploma or GED and an
aptitude test. Transfer is virtually automatic in the brick-
layers' and carpenters' unions, while,the other' internationals
impose numerous requirements .on members who wish.to transfer.
It is thus possible to imagine a continuum of admissions
practices ranging from extremely demanding in the UA, IBEW,
and -Sheet metal workers' unions to leas demanding in the
carpehters' and bricklayers' unions, laj,th the ironworkers
somewhere in the middle.

This last pattern of union entry standards'prov es an
important question about the rationale for the stand rds as
'they exist: if the unions desire to restrict the s ze oftheir
membership in order to maintain the union wage rate, by do the
crafts where skills are most easily acquired have-the lOwest.

4 entrance requirements? Should not those unions be the ones to
,A0? erect artificially high barriers to entry to keep their numbers

from increasing too rapidly, rather than' teming to encourage
growth by imposing only minimal standardsZIA more complete'
understanding of the role of these entrance, procedures in, union

and industry affairs may provide the answer.

A Rationale for Union Entry ..Procedures ti

A striking feature of the processes by which craftsmen "
4 gain access to jobs in the unionized-sectOr of the construction

industry is the wide variation among the requirements and
standards for each method of entry. .In assessing the importance
of the multiplicity of entry routes and standards, it is necessary
to consider both the nature of the construction industry and,the

.1purpose each route serves.
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, As noted in Chapter II, the demand for construction man-
power in a given area may experience heavy seasonal and cyclical
variations and'is iiffected by both monetary policy and large
public contracts. Thus, -it may,not.be quite appropriate to
,refer to "the construction labor force" in any city. Rather,,
a morel-accurate statement would be that there is usually a core
of well trained mechanics whd'work practically full time in the
construction industry and that-this core is augmented, often ,,

greatly, .by an influx of less!qualified,men.from otner.tradei
and by mechanics from other areas when increased .activity
for, an expansion of the-work force. w .

The Roles of Apprenticeship

The buildiq4 trades,unions rely on apprenticeship to provide
most of the nucleus of well rounded journeymen as well as, future.
foremen and other supervisory personnel. The unlons.contend
that the more formal type =of training differed in apprenticeship
produces a mechanic who has not only "been exposed.on the job to
all of the facets of hiS trade but who has also been taught
the theory of the trade in the. classroom. The relatively strict
age and formal education standards for apprenticeship programs
are underStandable, beCause.unions are looking for men who, in
their judgment, are capable of learning the trades and who can
best carry-oh the unions' tradition of skilled praftsmanship.

The mechanical trades impose higher standards on their
apprentices than bricklayers' and carpenters' unions do,
because the mathematical and technical skills,required- in the
electrical, sheet metal, and pipe trades are much more advanced
than'those required inVie other trades.

The Role of Entry through Nonapprenticeship Routes

The construction unions naturally want to organize as
.much of the construction work force as possible in order to
prevent the erosion of union wage rates by open shop competition.
For this mason, organization'of open shops is an important
task of:many local unions, especially in the South,. where. the
open shop is much more common than in larger cities outside
the South. A considerable number.of union 'journeymen have become

,.members when nonunion shops were unionized. flany'others have
_entered the union from "off the street" by virtue of meeting
the unions! several minimum requirements. Still others have
been upgraded from lower skilled branches of the unions (112.:,
the "metal trades") or from the helper categories, which were
more commonbefore apprenticeship became a prOminent training
system within thetrades. Finally, there are numerous members
who, have transferred ,from other locals.

*
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The requirements are less stringent for journeymen\entering
directly than for apprentices because in evaluating a prospective
joUrneyman4 a union wishes only to 'know, whether tie man is capable
of doing the work, .rather. than whyther he is,capable. of learning
to do it. If he is proficient and if work, is available, he is
usually accepted, particularly if he is a member ofanother local.
The unions would be unwise to reject very many qualified men who
could compete with them for work. For this reason, the lower ,
skilled trades cannot afford to imposevery high entryatandArds,
on journeymen, since it is less difficult for workers tO learn
thoSe trade's outside formal training programs. and to constitute
nonunion competition. Should these trades raise their standards
substantially, they would be unable to extend th leirurisdictions
over shops that are presently nonunion. The mechanical trades,
on the other hand, fear competition only from the most highly
skilled nonunion craftsmen; thus, they can set and maintain their .

admissions standards at very high levels in order_to preserve the
prestige of their trades. 4

'The Role of the Permit System

Although journeyman and apprentice entry fluctuates with the.
Amount of work available, the greatest variation is fOund in the
number Of, men who work as travelers or on permits. Duriig timbs
of iabally high demancL, travelers from other areas are attracted
into the jurisdictions of the busy locals. Permits are, issued to

men who usually work in the residential sector,. in 'shipyards, in
factory maintenance crews -- in fact,. to many men who would be
unable to meet the unions' standards for membership. Although
these, men may net be fully qualified when-they first go to work,
4hey commonly acquire Skills on the job which allow some of. them
to join the unions later.

Thus, eSide from th uncommon practice of transferring into
one local union from another, there are three chief,means of work-

s.
ing within the-jurisdiction of the building trades unions -- entry
through:apprenticeship, entry as a journeyman, and temporary work
oh permit or as a traveler. sTlie first is designed to train the ,
complete craftstan, the man,who is most likely to advance to a
supezvisory position. The second allows the union to increase its
size and reduce the threat of nonunion competition; the last allows
the unions to expand and contract the number of jobs it can fill
-without changing its membership standards.

The traditional routes of entry into the building trades
should be understood for what they are =-

-
means of serving the

industry and those Who know, how to gain access to it. In that
dipntext, they have worked reasonably well, providing both
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stability and flexibility within i labor market which could
.otherwise be chaotic. However, in many cases exclusionist
entry procedures have eperai,ea specifically to.the detriment
of minority groups.' Public demands for equalitarian practices.
on the part of the unions should make the traditional routes .

more open to minorities. However, for *rapid integration of
the trades to take place, other means of access may be needed'
in Some locals for the existing routes impose standards which
may always be apPlied pevenly. Some possible alternative
routed to union membership are outlined in the firdtchapter.
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Chapter IV,
. .

BACKGROUNDS AND EXPERIENCES
OF ECONOMICALLY .ACTIVE JOURNEYMEN

"4

To obtain a fuller picture of the unions studied, .we inter-

viewed journeymen regarding"their experiences and backgrounds.

pilot phase of the projeat -(in Austin,. .Atlanta,...._and_liew York)

we attempted to obtain this information through questionnaires,

but this proved inadequate because the names and addresses of

journeymen could not be obtained and the response from question- .

.naires distributed at union meetings was poor.' As a consequence

. we dedided to use confidential perSonal interviews of a sample of

. economically active journeymen in Chicago, Columbus, Hotston,

Jackson, Oakland, and San FrancisCo.

Intervie4 Procedure

Field interviews were conducted between June 1972 and July

1973.. Wherever possible, interviews were conducted. with a sample

of,journeymefi taken from the pension fund records used for the

comparison of houri worked (see Chapter V). There were two

$ advantages in interviewing the same journeymen for whom we .had

hours-worked data: information was provided for the hours-Worked
compailson (apprenticeship griduatiofi, etc., was verified), and

the sample was'more representative. However, in about half of'the

locals, union officiais would not permit use of the names from our

hours-worked dample to contact members at home. For these unions,

interviews were conducted at the union hall before and after meet-

ings, during referral operations, or on work sites whenever con-

tralctors gave their permission. Union cooperation, although good

for the most part, was not universal. Of the 38 local jurisdic-

tions approached, 8 denied us permission to interview or to make

any contact with their members.

In all, 1,234 interviews were conducted with journeymen in 28

iif
local jurisdictions (see table 30). The interview covered everal

areas: family background, education, sources of training union

entry proCedures and requirements, current working. and union status,

ana supervisory experience (see appendix B for interview guide).

'For a further presentation of the results obtained from the

questionnaire as well.as-4urther discussion.of the problems

involved, see William S. Franklin, "An Analysis of Traditional

Routes of Entry into Selected-Construction Unions" (unpublis'hed

Ph. D. dissertation, University of Texas at Austin, 1972),

pp. 92-115.
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TABLE 30. NUMBER OF JOURNEYMEN INTERVIEWED,
JY CITY ANDtTRADE, 1972-73

Trade = Chicago , Columbus Houston Jackson Oak lapd -, ..- San Francisco
-f'

Totals
Brickliy,eri '' ..... . ,.
*Carpenters \

Ekctrisisns

Ironworkers -

Plumbers and Pipefitters .'-

sheet Meal Workers,

Totals .. .* ...
,

Refuied

4r63

Refused

7

_ 761

,Refused

146

37

39 .

Refused

33

. 729

-34

172

.

Refused

120

36

37

702

86
*

_ 349

20 ,

22
t.

,,,32`

18

35

', Refused /

12.7

34

23 :
.0-4-
,:.

___.5(i

52 ',.

48

SO

257

34'

55

..54,

-; . ..%. 40

t "Refused

Refused'
.

183

125

322

' _In_ .

187

258

" 170

-.1;234

'Plumbers
only; pipefitters refused permission to interview.
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lbscludes Plumbers Local 68 and Pipefitters Local 211.
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Comparison of Apprenticeship Graduates and Others

On the whole, the interview sample was almost evenly split

between apprenticeship graduates and others. Of the 1,234 journey-

men interviewed, 599 (or 49 percent) were graduates of bona fide

apprenticeship programs2 (see table 31).

Age and Experience.at.the Trade

The apprenticeship graduates were younger, by and ,largejwith

fewer years d experience at the trade. ,Apprenticeship graduates
.aver 'aged 37.8 years of age and had spent' an average of 17.1 years

atthtiade. The non-apprenticeship group averaged 46.0 years of

age and had spent an average of 22.7 years at the trade. (See

table's 32 and 33-.)

Educational Background'

The apprenticeship graduates also averaged more years of fotisal

schooling. As shown in table. 34, the apprenticeship graduates"'
averaged 12.1 years of formal education/as compared with 11.1 years

for nonapprentices. This conclusion holds forevery craft. More-

over, 471, or 79 percent, of the apprenticeship ,graduat-s were high
school graduates as compared with only 374, or 59,percent, of thp

nonapprenticeship group. Electricians-bad-more-formal_education on

the average than any other craft, followed by plumpeis and pipe-

fitter's, sheet-metal _workers, carpentersand bricklayers.

Friends and Relatives in the Trade

Apprenticeship graduates more frequently had friends and

relatives in the trade: 32 percent' of apprenticeship graduates
had ,.fathers who workethat the trade as compared with only

24 percent of the others (see table 35).. Similarly, 63 percent

2A respondent was identified as a graduate .of a bona fide
apprenticeship program if he stated that he completed an appren-
ticeship program which lasted at least 36 months. Further, unless

the program was conducted in his present local union, it had to

include related classroom instruction. Programs operated in the

respondent's present local union were treated as apprenticeShips,

regardless of whether or not they contained related instruction

components. Finally,,the apprenticeshiprogram'had tobe in the
trade in which the respondent was'turrently working. A few of

those interviewed -7_piarticulary. in-ironwork -- indicated that

they had completedaiXipprenticeship-in.anotheetrade.
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TABLE 31. APPRENTICESHIP TRAINING BACKGROUND OF
JOURNEYMEN INTERVIEWED, BY TRADE

Trade
. Apprenticeship

graduates Others Total

Percent
appienticeship

graduates
-Bricklayers 76 49. 125 61

; Carpenters 26 196 322 39

EleCtricians ,96- 76- 1.72 56

Ironwoters . 46 141 187 25
Plumbers and Pipefitters 158 100 258" 61

Sheet Metal Workiri -97 73 -170. 57

Totals 599 -635 1,234 49

SOURCE:- Interviews with cOnstruction journeymen.



TABLE 32. CAREER ADVANCEMENT PATTERNS OF JOURNEYMEN INTERVIEWED,
BY TRADE AND APPRENTICESHIP BACKGROUND

Trade and
apprenticeship background

Aget when
started
at trade

Age at
union
entry

,.

Age at
journeyman

initiation

Age at
initial

supervisory
9perience

Age at
time of -

interview
(1972-73)

Total
respondents"

.

BRICKLAYERS

...
. .

. Apprenticeship graduates . . -.. 19.8 22.0 25.2 30.1 41.8 76

Others .
26.7 . . -26.7 _ 33.4 46.5 49

. -
a

CARPENTERS
.

Apprenticeship quaduates . . . 20.4 21.8 25.3 27.4 35.8 126

Otheis :- 22.6 - , - 28.8 29.1 32.9 , 43.0 195'

ELECTRIC1ANS
Apprenticeship graduaiii . . ... 20.8 -22.4 26.1 28.3 38.4 96

Others . . . .. ....... . . . , . 22:5- - 28.1 29.9 32:9 50.9 75 ,

igONWORKERS
.

Apprenticeship graduates .- . . . 20.9 22.1 24.9 25.6 31.9 46

Others _ 24 1 26.4 26.9 31.6 45.0 139

PLUMBERS & PIPEFITTERS ,.
Appienticeship graduates . . . . 21.0 , 21.8 26:1 29.8 40.4 - 1S8

Others 24.4 31:4 31.6 33:9 47.3 99

. -

SHEET METAL WORKERS- .
,

Apprenticeship graduates . . . . 20.9 22A 25.3 28.0 34.8 ; 97

Others 23.7 27.5 27.5 29.0' . 49.0 '73

ALL TRADES
Apprenticeship graduates ... . . 20,6 22.0 25.6 28.5 ` '137.8 599

Others 23.2 28.3 28.7 32.8 46.0 630

.. . .

,lAgrin-thitabie rtfers to atesn.sverage.aie.
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TABLE 33. YEARS OF EXPERIENCE AT THE TRADE OF JOURNEYMEN
INTERVIEWED, BY TRADE AND APPRENTICESHIP BACKGROUND

Trade and
apprenticeship background

Mean years
experience
at trade

'Total
respondents-

BRICKLAYERS
/I Apprenticeship graduates

Others,
22.1
:25.5

76
49

1/' CARPENTERS
-1/ Apprenticeship graduates 15.5 1255I/ Others 201 195

ELECTRICIANS
Apprenticeship graduates 17.7 96Others 28.2 74

'IR0i404KERS---
Apprenticeship graduates 10.9 46Others 20.8 440

PLUMBERS A PIPEFITTERS
Apprenticeship graduatei 19.5 158dthers

SHEET METAL WORKERS

22.7 100

Apprenticeship graduates 13.9 97,Others 25.3 73
ALL TRADES

Apprenticeship graduates. 17.1 598Others 22.7 631

---,SOURCE: -Interviews with construction journeymen.
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of, apprenticeship graduates knew other relatives or friends working

. at the trade before they were indentured, as compared with only 54

percent-of the others. These data support the idea that knowing

.someone is an important factor in entering the trade for both

.apprenticeship graduates and others.

Supervisory. Experience

4 ,

A comparison of'the supervisory expeiience of apprenticeship

graduates and others shows a clear pattern: apprenticeship-trained

journeymen advanced into supervisory positions more often, at an

earlier, age, and more rapidly than-other journeymen. For all

trades, approximately three of every four journeymen answered

'affirmatively to the question, "Do you work as a foreman or suPer-

.intendent?" (see table 36). However, the aggregate data conceal.

important differences by trade. Apprenticeship graduates workMore
regularly ab.aupervisors than do other journeymen in all trades

_except ironwork. In carpentry and the pipeltrades, apprenticeship

.graduates heveomore often had supervisory experience and work as

supervisors all of the time. In'bricklaying and sheet metal work,

apprenticeship graduates and others who 'had worked as supervisors

at all are about evenly matched. However, apprenticeship graduates

more often worked exclusively as supervisors in these two trades.

In electrical work, the picture was mixed. Whereas the non'7,

---,apprenticeship group had more-often had some supervisory experience,

much -of this advantage is in the category_liworking assupervisor

less than half the-time." Apprentideship graduates in electrical

work more, commonly than other journeymen ,hdla full -time, supervisory

positions, but the -advantage Only-.1n ironwork do the

data sbow a reverse pattern: --nonapprenticeshiP-trained journeythen

more often ,work as supervisors in every-caiegory. This exception

could be due to the fact that ironworkers' apprentceship programs

were established more recently than those.of the other trades, so

supervisors tend to be drawn from older nonapprenticeship-trariel

c. . , .

r

.
As, table 37 illustrateS, apprenticeship graduates in every

trade advance to supervisory status more rapidly than others do.

The advantage apprenticeship graduates have is greatest in electri-

cal work and ironWork, but for every trade,. the mean average years

between journeyman initiation and initial supervisory job held Con-

sistently is shorter for apprenticeship graduates than for otheis.3

3The response rate :to the probe question eliciting these data .

was lower than the response rate to the previous questions regard-

ing supervisory experience. A Comparison of tables 36 and 37 shOws

that only 638 of 804 (or 79 percent of those wild answered that they

work as foremen or superintendents) were able to date their initial

supervisory experience. Most commonly, those who could not remember
',were respondents who worked as supervisors least.

..o. 105

116



D
o 

yo
u 

w
or

k 
as

 a
fo

re
m

an
 o

r 
su

pe
r

in
te

hd
en

t?
If 

so
, a

bo
ut

 h
ow

m
uc

h 
of

 th
e 

tim
e?

Y
E

S

A
ll 

th
e 

tim
e

H
al

f o
r 

m
or

e 
of

th
e 

tim
e

Le
ss

 th
an

 h
al

f .
th

e 
tim

e
10

16
V

er
y 

lit
tle

M
r"

,
E

xt
en

t u
n-

sp
ec

ifi
ed

H
as

 w
or

ke
d 

as
fo

re
m

an
 in

 p
as

t
(n

ot
 c

ur
re

nt
ly

)

N
O

T
 A

T
 A

LL

T
ot

al
 r

es
po

n:
de

nt
s

'
T

A
B

LE
 3

6.
 S

U
P

E
R

V
IS

O
R

Y
 E

X
P

E
R

IE
N

C
E

 O
F

JO
U

R
N

E
Y

M
E

N
 IN

T
E

R
V

IE
W

E
D

:
A

P
P

R
E

N
T

IC
E

S
H

IP
 G

R
A

D
U

A
T

E
S

 A
N

D
 O

T
H

E
R

S
, B

Y
 T

R
A

D
E

(P
er

ce
nt

ag
es

 o
f r

es
po

nd
en

ts
(

B
R

IC
K

LA
Y

E
R

S
C

A
R

P
E

N
T

E
F

.S
E

LE
C

T
R

IC
IA

N
S

IR
O

N
W

O
R

K
E

R
S

P
LU

M
B

E
R

S
'&

P
1P

E
F

IT
T

E
R

S
S

H
E

E
T

 M
E

T
A

L
W

O
R

K
E

R
S

A
LL

 T
R

A
D

E
S

A
pp

re
nt

ic
es

hi
p

gr
ad

ua
te

s
O

th
er

s
.A

pp
re

nt
ic

es
hi

p
gr

ad
ua

te
s

O
th

er
s

A
pp

re
nt

ic
es

hi
p

gr
ad

ua
te

s
O

th
er

s
A

pp
re

nt
ic

es
hi

p
,g

ra
du

at
es

O
th

er
s

A
pp

re
nt

ic
es

hi
p

gi
ad

ua
te

s
O

th
er

s
A

pp
re

nt
ic

es
hi

p
gr

ad
ua

te
s

O
th

er
s

A
pp

re
nt

ic
es

hi
p

'g
ra

du
at

es
O

th
er

.
77

76
74

,
64

78
80

69
84

76
64

,
67

68
74

72
19

8
33

18
26

19
11

25
25

15
28

'2
1

26
19

.
16

17
16

25
29

18
is

16
15

.1
5

Q
24

18
`2

1
1? .1
5

6
29

10 1
1

10 11
12 8

19 1?
20 18

17 14
12 14

18 12
10 7

8 7
13 12

13 1
2

2
2

2

8
12

.7
2

3
2

3
8

5
7

5
6

23
24

26
'3

6
22

'
20

31
16

24
(3

6
33

32
-

26
.2

8

74
49

12
6

19
i

96
75

'
45

13
8

-1
56

95
94

72
59

3.
62

4

N
O

T
E

:
C

ol
um

ns
 m

ay
 n

ot
 a

dd
 to

 to
ta

ls
 b

ec
au

se
of

 r
ou

nd
in

g.
S

O
U

R
C

E
: I

nt
er

vi
ew

s 
w

ith
 c

on
st

ru
ct

io
n 

jo
ur

ne
ym

en
.

1.
0



41
.

t
'A

B
L

E
 3

7.
 S

U
PE

R
V

IS
O

R
Y

 A
D

V
A

N
C

E
M

E
N

T
 A

M
O

N
G

 J
O

U
R

N
E

Y
M

A
N

 !
IN

T
E

R
V

IE
W

E
D

:
A

PP
R

E
N

T
IC

E
SH

IP
 G

R
A

D
U

A
T

E
S 

A
N

D
 O

T
H

E
R

S,
 B

Y
 T

R
A

D
E

'

IT
E

M
.

'B
R

IC
K

L
A

Y
E

R
S

I 
C

A
R

PE
N

T
E

R
S

E
L

E
C

T
R

IC
IA

N
S

IR
O

N
W

O
R

K
E

R
S

.

PL
U

M
B

E
R

S
PI

PE
FI

T
T

E
R

S
SH

E
E

T
 M

E
T

A
L

W
O

R
K

E
R

S
.

A
L

L
 T

R
A

D
E

S

A
pp

re
nt

ic
es

hi
p

gr
ad

ua
te

s
,

- O
th

er
s

A
pp

re
nt

ic
es

hi
p

gr
ad

ua
te

s
O

th
er

s

.
.

A
pp

re
nt

ic
es

hi
p

gr
ad

ua
te

s

.
.

,
-

'

, O
th

er
s'

A
pp

re
nt

ic
es

hi
p

.
. g

ra
du

at
es

 _
_O

th
er

s
'A

pp
re

nt
ic

es
hi

p
gr

ad
ua

te
s

O
th

er
s

A
pp

re
nt

ic
es

hi
p

gr
ad

ua
te

s
O

th
er

s
'A

pp
re

nt
ic

es
hi

p
gr

ad
ua

te
s

..i
O

th
er

s

T
ot

al
 r

es
po

nd
en

ts
w

ith
 s

up
er

vi
so

ry
ex

pe
ri

en
ce

 A

M
ea

n 
av

er
ag

e
ye

ar
s 

be
tw

ee
n

jo
ur

ne
ym

an
in

iti
at

io
n 

an
d

in
iti

al
 s

up
er

-
vi

so
ry

 jo
b

.

.
- 5.

7

,
24 9.
3

T 1 I

_ 65 4.
3

4-

10
1

.

5.
7

,
..

-6
1

3.
8

40
' ;

,r

,

7.
5

,
,

26 6 2.
3

93 F 
,

6.
7

10
7

5.
4

... 47 6.
0

SS
.

4.
5

41
.)

e
8.

8

36
1

4.
6

34
6

,

6-
9 .

S
O

U
R

C
E

: b
ite

rv
ie

w
s 

%
%

R
h 

lo
n}

tr
uc

tio
n 

.io
ur

i!e
ym

en

4



Training Since'Joining Union

In the aggregate, construction journeymen inter ; iewed Were
almost equally likely to go on for further training An their trade,
regardless of their, raining background. Table 381.indicates that,
apprenticeship graduates hold a slight lead in continuing their
training. On average across trades, about 3 of every 10 journeymen
interviewed have taken a course to improve their skills. Two of 10
take union-sponsored courses while 1 in 10 enrolls in programs out-
side the union, such as night school, correspondence courses,
manufacturers'eminars, or college courses.

The Relative Importance of Apprenticeship
as an Entry Route over Time

Business agents often asserted that the "back door" to union
entry has'been closing over the years. The data in table 39 show
that apprenticeship became relatively more important as an ,entry
route for all trades in the decade of the 1950's.. Apprenticeship
formed an inkreasingly important entry route for the ironworkers
and the sheet metal workers in the 1960's, as compared with the
1950's. However, the picture from the 1950's to the early 1970's
is mixed. Except for sheet metal and ironwork, the data do not
show that unions have been very successfully "closing the back
door" to union entry. .

Soine authors have hypothesized that the 'unions have tightened
*their entry requirements since the Civil Rights Act of 1964 by"
reddbing or eliminating nonapprenticeship routes. However, the
data do not support this contention. The trend toward apprentice-
-ship:entry was in process long before 1964; and the data-do not
indicate any sharO'breaks in favor of_aPprenticeship since 1964.
However, civil rights forces were attacking the discriminatory
practices of building trades unions k;eforr, the 1060's, so this
action might have caused unions to tighten and formalize their
entry requirements. °

Entry Through Nonapprenticeship Routes

Little is known about how, workers become journeymen with-
.

out coming through apprenticeship routes. Foster4 studied the

Alioward, Foster, '!Nonapprenticeship Sources of Training in
Construction," Monthly Labor Review, Vol. 93,, No. 2 (February
1970), pp. 21-26..
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fl

TABLE 38. JOURNEYMEN 1NTERVIEWEDAY TYPE OF TRAINING TAKEN SINCE
JOINING UNION (OR APPRENTICESHIP GRADUATION), 1972

Type of training
Appren iceship

graduates ' Others
Number Percent Number Pe rcent

Union journeymen courses , 96 18 94 17,

Courses outside of union 54 10. -41 7

Both union and outside cif union 17 3 17 3

Unspecified training 3 1 5 1

Total with training 170 32 '157- 28

No additional yainjng 360 68 396 72

Total respondents 530 100 553 100

SOURCE: Interviews with' construction journeymen.

t'

109

120
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3.

TABLE 39. PERCENTAGE OF APPRENTICESHIP GRADUATES AMONG
l'INTERVIEWED JOURNEYMEN, BY PERIOD OF UNION ENTRY

Trade

Bricklayers

Carpenters

Electricians

Ironworkers

Plumbers and Pipegtters

Sheet Metal Workers

4.

Total, all Hades

SOURCE: Interviews with construction journeymen,

9

Apprenticeship graduates as a
tiercentage of all journeymen

who entered union

Prio; to
. 1950'

1950-
1959

1§60
1'972

AIL-,
years

58 66 "57 6E

31 '50 40 39

35 78 66 . 56

3 22 41 25

63' 68 54 61

20 62 77 57

36 58 52 49



training of nonapprentices utl
of entry into the union. On
been to'fill this gap. The i

didliot concentrate on the process
the purposes of our study, has

rWiews included questions about
both sources of training and union entry prodedures,

Nonapptenticeship Sources of Traini4-
t. .

. On thd whole, working up frot alaborer .or helper category
is the, meanSvused.y the largest number of bricklayers and
carpenters t&r.obtain their skills. (see table 40). Although '

.

this is,als-0 a significant source forthe-other trades, the .

category "an-the7job training in open shop° was_mentioned
. most frequently by respondents, in all of the other trades.
Of course, the importance.of open shop training varied, by
area; not unexpectedly, it was most common- in Houston, which
has a large nonunion sector. ''' r 7.- 47

.r--... .

. ,_,,

'A...sclAr-ge proportion of bricklayers (and to a lesser extent,
eleCtricians and sheet metal workers) were trained in public:
vocati=onal education. Both.public and private vocational
education are:major sources of_training for elebtricai"work
an4ironwork (in welding). Other than this, however,,, private
vocational educa ion does not appearto be very significant.
Training,in the military was mentioned-as a source.of training ,

by all trades,' ut in electrical work it w4s most common and
rated the Most highly..

,n .

The category -other related industry experience" varied
signikioantly bS, trade, both in terms of importance and in
terms of the industries which provided experience for each
trade. Other related industry experience' was mentioned by
over a fourth of the electricians surveyed; a majority of these
'we're trained 'in Houstonand.Bay Area shipyards,5 Other ,

electfici .;ans had worked. with companies such as Western Electric 47 -,.

or utility companies, or as electroplaters, automobile electricians,
or electrical supply store,cierks. .. -

A
:2'

5

These data support ai commit made by George Strauss:
"...indeed, a fair number of construction craftSmen in the
Bay area learned their occupation in the shipyards during
World War II andhave since 'worked up.." See "Apprenticeship:
An Evaluation of the Need," in' Arthur M. Ross (ed.) Employment,
Policy and the Labor Market (Berkcley:',University of California
Press, la65), p..3,25. We found this to be true in HouSton,
another-part city. However, we found only, electricians and
sheet metalworkers with backgrounds frOm the shipyards.
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t

Bricklayers, on the other hand, had no outside industry
experience, (although one of the respondents classified as
helper had worked in a brick. ard),. With the exception of fur-
nace work in thesteel industry, jobs outside the construction
industry provide no opportunity to gain experience as a brick-
,layer.6 Few sheet metal workers had other related industry
experience. Twb-had marked in shipyards, -arld-a third .had
worked in an.automobild shop.

Among ironworkers, four had'learned rigging and/or
welding in the shipyards as plate hangers. Further, one iron-
worker had gained experience as a sheet metal worker, whereas

' .five mentioned that by working as boilermakers they had
picked up welding skills which enabled them to get into iron-
work.. Other types of related industry experience included
welding in railroad maintenance, welding and rigging in the
°oil fields, and working as-a foundryman. Among the plumbers,
sources of related industry training were underground public
utility maintenance, building maintenance, and. (especially'in
Houston) the oil "fields.

GoVernment training appears to be significant only for
electricians, 5 percent of whom mentioned this source. No. more
than 2 percent of interviewees in the other trades had been,
trained in such programs.

The category "other miscellaneous training" included
formal training in foreign countries, college courses, training
with aclose relative, and working as a contractor.

*One out of:10.jouineymen interviewed,had had no prior
training At all. Many of this group entered by gaining
experience while working on permit. Twenty-three percent of
the ironworkers surveyed had had no training prior to joining
the union -- one of the crafts which has traditionally made
retest use of the permit system.

Time, Spent at Trade before Reaching Journeyman Status

In view of the controversy over the length of apprenticeship
programs, it is instructive to answer.the question, "How fast
were nonapprenticeship-trained journeymen able to learn the
trade?" Table 41 giVes the respondents' experience at the trade.
before they were able to attain journeyman status.

6

We are indebted to George Strauss for this point.
Personal correspondence (August 7, 1973).
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It is notable that the mean. average time for-every trade
except ironwork is longer than the term of 'apprenticeship. ,How, -

-ever, a significant proportion of workers Pick up the tride.fitter
_than the-normal 4-year term of apprenticeship.? The spedific per,-
centagemSries by .trade: eledtricians (23, percent), _plumbers 139
percent), bricklayers (40 percent),, carpenters (45 percent), sheet ,

metal workers -(53 percent), and ironWorkers.(70-percent). Of
course, this is not to Say that all learn every- facet of the trade
as well as an "all=roUnd" apprenticeship graduate; but it does
indicate that many workeis-tan and do pick up-enough skills in
less than the apprenticeship term to hold. a journeyman's-job.

It might be tontended that attainment Of journeyman status is
artifitially delayed by experience requirements for those who have
not served' apprenticeships. As table 42shows, tbe bulk of journey-
men who entered through nonaPprenticeship routes were accepted as
journeymen within a year. However, there is some.mariation-by
trade. Electricians appear to advance to journeyman Status the
slowest. ThisbaY.he because the trade requires, moreformal and
nonmanual training. Bricklayers have the,mext highest proportion
of workers who fail to advance Within a year., This may be due to

-the fact that outside of construction, there are few OpportUnities.
to learn, bricklaying: Further, many workers have been Upgraded.

from laborer to-helper (hodcarrier) positions (see table 40), and
it takes some time to learn to use tile trowel properly4

In summary, many factors are involved in determining the length
of time spent at a trade before a worker attains journeyman status.
The union may impose experiente requirements. The trade may take a
long" time to learn, or the:worker could simply haire worked,- in an
open 'shop for several years' before being approached by the union.

-Union Ent Re irements for Jouine en AbccHave
Entered through Nohapprenticeship Routes

,Tables 43-48 detail the entry requirements mentioned by non-
apprenticeship groups -in our interviews. .

Because of lapses of memory and refusals to answer, the
response rate of these questions is lower than for_some,other
questions. In some cases, moreover, respondents may not have
known the facts. For example, if a man is accepted at' age 25,
he May not kriow whether his application would be accepted or
rejected if-he were 29. Finally,; the responses vary a good
deal by trade. .

7Apprenticeship programs in the pipe trades run 5 years.
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Bricklayers. The -four locals surveyed tend-to have few
age ,requirements (although four respondents mentioned- eximuts
-ranging 'from, 21 to 28), no edudation requirements, and-few,
experience requirements (only 4 of .27 respondents mentioned
any)_. A short, probation period appears to have been used only
occasionally in Columbus.(6 months) and Oakland (1 yeaf)'. The
bricklayers used few exams and even these were likely to be
practical-tests Of ability. to perform trade tasks. The-brick-
layers relied largely-on vouchers, two being the usual number
required. Vouchers are usually provided by other journeymen,
although former or current employers often vouched for journer-
men; rhterviews wereot required (except for one case in
COlum)pus). Votes of the membership were often required, however.
Only the local in Jackson did not take such vo*es'.. Fees charged.
by bricklayer locals were among the lowest of-any of the unions
studied

Carpenters. More.Variation in requirements was found among
the five carpenters' lodaljurisdictions studied than amongthe
bricklayers. Age requirements were not used much by carpenters'
locd1s. Similarly, with the exceptien.of,locals in. Columbus ,

and Chicago, there were no educational requirements.

'Experience requirements were rare in Chicago, HoUstoh, and
the Bay Area, but they were applied to. at least half of the
respondents in Jackson and Columbus. Probationary periods mere
coffimonly, used only in. Chicago and tolumbus. Testing, when used,
generally consisted of oral and/or written, exams covering the
trade. Vouchers were required irregularly and even then only
one or two usually were required. Interviews, usually with an
examining board-or the business agent, were common, and fees
charged ranged from zero to over.$200.

Electricians. Of the four IBEW locals surveyed, two
regularly imposed maximum- and minimum age requirements. In
addition,, the San Francisco lOcal used a minimum age.cutoff
of 16. Only the Jackson local (where a high. school diploma
was requ red) imposed minimum education requireMenti? There
were. perience.requirements in every place but Houston.

Probation was used occasionally by all IBEW locals.
Written exams covering the whole trade ordinarily were required.
Vouchers were required-of 'respondents in three of the four,
locals. Membership votes and interviews' with. the executive
board were common requirements. Fees charged. by IBEW locals
ranged from zero to over.$200, although these locals usually'
charged lower fees than most of,the other unions-studied.

Ironworkers, Age maximums for ironworkers ranged from
21, to 40; minimums ranged from 18 to 30. The Oakland local
had a minimum.ege requirement of 3b for direct journeyman
'admission; which also was the maximum age for the apprentices.

O
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The local had been attempting to require nonaPprentices to be '

older .thin the commonly apprenticeable age.

Ironworkers had educational requirements in Columbus and
to' a lesser extent in Houston and Oakland, bUJt'hot in
Chicago or'Jackson. 'Experience requirements were. imposed'
everywhere except Houston, Chicago, and Jackson.' Probationary.
periods 'were not used very much except in Columbus,. A variety
of general and specialty trade tests were common among iron-
workers. All locals used vouchers;- eie.most common number
being two, although in Jackson five were required:

A vote of the membership was required of all respondents
in Houston, and a strong majority of respondents mentioned
Membership votes in Jackson, but only about half,of the
interviewees in Columbus, Oakland, and Chicago and somewhat
fewer thanhalf in San Fran#sco noted membership votes as a
requirement. Interviews generally-were required With either
the business agent; the executive board, or the examining
board, Fees varied widely.

Plumbers and Pipefitters. There was a wide variation
in age requirements in the pipe trades, the largest numbers
of respondents reporting none. .Educational requirements,
particularly-high school graduation were regularly required
in all locals except Oakland, and were the highest of any union
studied. Probationary periods AlsO were used in all locals..

Written'and practical tests were commonly required by
plumbers' locals. Vouchers also were often used. Three.
Vouchers were most commonly required, but the number ranged
up to 10. Membership votes'were generally required, as were
interviews. -- usually with the examining board or executive
board. Initiation fees in the. pipe trades were among the
highest of any of the unions ttudied.4

Sheet Metal Workers (SMI4d. Of the three. SMW locals
studied, age requirements were applied -to more than one
resp9ndent only in CoIumbut and Houston. Education require-
ments ---generally high school graduation -- were also required
of respondents in Columbus and Houston but not in Oakland.
Experience requirements, generally 4 years at the trade,

.

were found in dolumbusand Oakland but not in Houston. Probation
requirements were, used in all locals, but only in a few cases.

. -

Trade examinations.were reguiArd by SMW interviewees in,
Oakland, Houston, and Columbus., Oral, written, and practical
forms were used in pakland, xlipreal written and-oral exams
were mentioned in Obuston; or a pradtical test was mentioned

t

in Columbus. In Houston,.the tests covered the whole trade,

124.
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. .

whereas.in Columbus and pakland some'examindes were tested' only
on their specialties.

Vouchers were required Of about half the SMW respondents
in Columbus and Houstdh, but no vouchers,were required in

"Oakland. A vote of the membership was often required in HOuSton4
more seldom in Columbus, and not at all in Oakland. Generally;
interviews were required everywhere. Fees charged were among
the highest, of any of the unions studied,

`

Summary

Significant variations were found in entry requirements -

- between and even: within,locals. -Although patterns have deVeloped"
in trade, there is.considerable flexibility within,these patterns.

Aqe Requirement. Maximum age requirements for:nonapprentice
entrants were not mentioned by any. of the business agents
interviewed: Further, in only five locals -- threwironworkere',
one plumber's', and one sheet metal workers' -- did the business
agehts mention any minimum age requirements for,iourneymen who
enter throdgh.nonapprenticeship routes. Results from the
journeyman interviews indicated age requirements on an-ir-
re4plar basis among all irdnworkers' locals;- two sheet metal
workerS' locals; two electricians"' locals, and on an occasional
basis among several pluinhers' and carpenters' locals. In summary,
age requirements certainly have not been rigid for any of the
trades. They were Most often imposed among irOnlkorkers, but
even there, 23. percent of ngnapprenticeship journeymen were over
30 years old (see table 49).. In other trades, the pbrcentages
were significantly higher.

, .

Education Requirement. Although none of the business agents
we interviewed- listed educational requirements for -entry into
their unions, education 'was mentioned as an entry requirement
by some journeymen. The journeymen noted considerable variation .

in requirements by trade, by local, and even within a given local.
.Educational requirements were generally not used by the bridk-
, layers at all, but were mentioned infrequently in two of
'five carpenters" locals, and in only one of these was a high
school diploma required. A high school diploma was required less
than half of the by interviewees in two ironworkers' locals
more than half the time in one local, and not at all in three
locals.

A high school diploma was a prevalentequirement in only
one of four IBEW locals studied but was required in two of six
pipe trades locals, occasionally in three others, and not at all

in one. High ,school graduation was required of fewer'than
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half the sheet metal respondents.. "Thus, there has been much flex-
ibilitY in educational requirements for informally trained' journey-

Men. An average of only 58 percent of informally.trained journeymen
had completed high school, the proportions ranging from 48 percent

in bricklaying to 7,6 percent in electrical work (s,--le -table 34).

.Experience Requirement. The responses ofjourneyMeh and:buSi-
mess agents differed more on.this requirement than. any other. In

three carpenterd' locals, two electricians.' loCald, four pipe
trades' locals, and two sheet.Metal Workerd" locals, buSiness agents
said that 4.,or 5 years of experience were required of nonapprentices,
whereas several journeymen,in the same locals said they had joined

-with. less experience or none at all._ 5Y

#

On the other hand, in one ironworkers' local and. one electri-
.- cians' local, journeymen,said they had faced stiffer experience re-

,

qUiredents than,currently required according to the busines6 agent.
Apparently, this requirement has changed,a great deal over time or
is subject to great flexibility in interpretation.

"Pripationary Period., In none of the locals studied was a pro-
*,baiiOnary-period a universal requirement:* However, probation, -.

./,udually..ragging up;to 1 year, wad used infrequently in all electri-
oland:!..Pluilhirse, and. sheet metal workers' locals, _several iron-
workers' ocals, two bricklayers' locals, and two carpenters' locals.
Probation was required more often:than the Columbus sheet metal
.workers' and plUmbers'''busineas agent reported, but less often than
,the Chicago ironworkers and the San Francisco electricians indicated
(fldeet.Chapter III). In summary, it appears' that the probation
requirement also has been flexibly applied.,

Testing. Usually, the business agents (see Chapter III) and

.
journeymen reported the same ,kinds of tests. However, in almost
every local a variety.of tests was used. Almost every local appar-
ently has experimented with several test procedures for journeyman'
status, and most have developed a-procedure locally. The union with
the most standard procedures was the bricklayers', which used a
practical test on.the-job judged by two journeymen who vouched for
the candidate.

Vouchers. Although vouchers were required for-all trades, the
pattern varied *by craft. Bricklayers almost universally, required
two vouchers,Aalthough one journeyman respondent apparently needed
no voucher,-and a handful of others reported requirements of either
one or three vouchers. EleCtriciand apparently hate used vouchers

, less thanany trade studied, although vouchers were required of a
sprinkling of interviewees in three of the four IBEW locals studied.
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The pipetrades-had the most stringent voucher requirements,

witheoMe-IOCait requiring more than six vouchers. However, at
least one interviewee in every pipe trades' local studied entered
without a voucher reqUirement. In carpentry, ironwork, and Sheet
metalwork, 'a voucher requireMent was applied to at least One V;
respondent in. every local except sheet metal workers in. ()skim*.

In ironwork, plumbing, and.sheet metal work, voucher require-
mentsments reported by journeymen were generally stiffer than those.re-'
/potted by business agents; probably because' voucher requirements
have _diminished in impertancein recent years as the incidende of
testing has risen.,

vote of Membership. Like voucher requirements, membership vote
requireMents were common =- although not universal -- in every trade
studied. -HoweveF; this requirement has declined.in use in recent
yeati, and several business agents reported-no vote requirement in
1971-72, whereas several meMbeks of the same locals-stated that
their admiSsion had been subject to such a vote.

Interviews. The,Use of interviews is increasing and le'''-com-
mon,-- although not universal =- in every-trade except bricklaying.
Interviews are generally conducted with either the business agent,
the union executive committee, or an examining boardespecially
established to evaluate nonapprenticeship applicants. Business
agentsin all but .two locals listed interviewe among the 1971 -72
union requirements; 'yet several journeymen reported that they were.
not interviewed.

There was one major inconsistency in,the data frOm theColuMbus
ironworkers: whereas the business agent. reported that no dilterview
was required of members, 12 of 13 respondents in,his local reported
that they had been interviewed:

.

-

4")"

Fees. Initiation fee:it were highest among plumbers and sheet
metal Workers and lowest among-bricklayers and electricians. Infor-.

' matioh from business agents regarding initiation fees generally
-

coincided with data obtained from journeymen (although, of course,
the fees reported by business agents were near the upper.end of the
range since'fees have risen overthe years):

.Conclusion

With some major exceptions, there" is agreement between, the
'197172 entry_ standards described. by business agentS and the '

admission reqOirementiapplied to journeymen interviewed. The
greatest exceptions include data regaiding experience requirements
(which have become. increasingly rigorous through time), vouchers1

'and votes CI the membership (which arecurrently less often
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required than in -the past), and testing (which has taken a variety

of forms over-time). Unfortunately;`-we are unable to determine the
extent to which these differences are due to changing requirements
through time or failure to follow the preboribed requirements at
any given time.

Certain, locals seem to maintain more rigid or formal standards'

than others. For example, the responses from interviewees in'the

Oakland sheet metal local were more consistent '(except with respect

to testing) than answers given by respOndenis in other sheet metal.

locals. However, the locals imposing .a wide range of requirements .

far outnumber those wheke requirements have varied only narrowly.

Typical Monapprenticeihip Paths
to Journeyman Status

.There are several admission paths to journeyman status in the

building trades unions, including:
.

(1) Direct admission. .This route normally requires standards
such as "those outlined in tables 43-48, The strictness bf the-

standards varies with.local,labor.market conditions or' the circum-

stances,under which a worket.is adthitted;

One of the most common forms of direct admission is when a
nonunion firm is organized. Sometimes the-admission standards
applied to candidates in this situation are not as rigorous. as

under other conditions. However,'at times, workers thus organized
are not 'given full standing in the union. If a local-faces tough
competition from another union, it will be more willing to accept

infamally trained' members,

- Sometimes a worker-can gain-adthission on the basis-of

specialtySkilIt. worker, knowing.welding, foi example, may be

additted to ironworkers' or sheet metal locale.

(2) Joining the union in a nonapprenticeable branch and then

becoming upgraded into the construction'or "uptown" branch. Often

a local -will have" various brapghes. For example, an IBEW'local may
have branches for marine work, electric streetcar or bus maintenance,

neon. signs,. and/or motor shbps. Plumbers!, ironworkers', and sheet
metal locals may have branches -for shop .or Production work. on-,
construction branches often do not have apprenticeship prbgrams and

are easier to enter than construction branches. When the construc-
tion. market is good, men from other branches can work "uptown,".
,thud gaining experience and knowledge to pass a journeyman exam and'

transfer to the construction branch:

(3)- Working on permit to. gain experience, then a?plying for
admission on the-basis of this experience. Most building trades
unions*allow people to work on permit, usually for a fee, when the

market-is-good. :
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The permit system allows unions to meet peak demands without
.permanently expanding their work force. Sometimes, tod:,'permits are
used for probationary periods, during which the union evaluates the
applicant and the,applicant decides whether or not he likes the work:

(0' Some bricklayers have entered unions ,on "improver" cards
and have been upgraded to full journeyman status as they gained
knowledge and experience at the trade. However,, the issuance of
improvercards Seems to have been curtailed ,in recent years.

)
(5) Workers ma ain skill at the trade enter.a.local in a

smaller town where the direct admission standards. are easier, and
transfer to -the area where they-want to.work. Although influenced by
market cOnditions, interlocal transfers of the same-international are
normally easy to make. Most business agents take the attitude that
"if a man aa carpenter in Chicago, man is a carpenter in Atlanta."
This situation, combined with the variability in standards used for-
direct admission,.has presented problems for some.local-unions. For
example in'a diicussion of why a majority of apprentices drop. out
of the Bay Area carpenters' apprenticeship program, one official
lamented, "He Z%-apprehtice7 gets halfway through the program and
then goes down the road to a small local that is hungry for his
initiation fee and he. gets in as a full -time journeyman. Then he
eventually transfers back here.'"8"

. (6) Upgrading through the intervention of a foreman or contrac-
tor. An exceptionally good worker employed as a hod carrier or
laboreray be noticed by a foreman or Contractor who personally
intervenes to encourage the worker to become upgraded into a craft
and to recommend him.to the union.

The Future OfAonapprenticeshiP RouteS

TY

Although union officials have been attempting to "close
the., back door to union admissions and bring everyone through
apprenticeship, it is unlikely that informal routes will be
abandoned altogethere because they playimportant roles for
unions, such as.organizing nonunion contractors and allowing
the union to assimilate potentially competitive craftsmen.
Also, in view of ,the difficulties of forecasting future demand'
for craftsmen in unstable.construaion markets, it-is unlikely
that joint apprenticeship committees will indenture sufficient
apprentices to completely fill future demand for craftsmen.
For fear of training mechanics who maybe unemployed, JAC's

8Confidential interview with an official from the Bay Area
carpentets' apprenticeship program.
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will continue to err on the:conservative side. Understandably,

since apprenticeship involves on-the-job training, jobs must be

available if the program is to operate.9 Of course,-crafts like
sheet metal work, electrical work, and the pipe trades, which
require more formal training, are morelikely torUse apprentice-

ship than others-

1' Flexibility of the Entry System

-An overriding impression gained from our journeymen inter-
ewe is that there is much flexibility in union entry procedures,
en though on its face this system appears to be very rigid.

This flexibility allows unions to adapt tb changes in the con-
setruction labor market and to accommodate to various situations
and circumstances.'

Characteristics
0

Of Minority Journeymen Interviewed
.

The proportion pf minorities in our interview sample is con-
sistent with 'Other evidence on minorities in building trades

unions. Altogether, 9 percent of our interviewees were from
minority groups -- black, Spanish American, American Indian, or
Asian.American (see table 50.. Responses to supplementary
questionS on anion membership in the March 1969 Current Population
Survey fourid blacks to comprise 8.7 per9ent of- membership in all

construction unions1 (see table 51)..

9This is not to say that efforts should not be made to
improve the methods used by program spOilsors\to estimate the
number of' apprentices' to be indentured each year. Much can be

done to rationalize the proceduree currently used. However,,

perfect methods will never be developed, and as,long as this is
true, JAC'sewill continue to be conservative- ii the

puMber of apprentices to be indentured.

16Selected Earnings and Demographic Characteristics of Union
Members, 1970 (Washington: U,S. bepartment'of Labor, Bureau of
Imbor.Statistics, 1972); Table B, p. 27., It should be noted that
data from our interview sample and the Current Population Survey
(CPS) data are not precisely comparable. CPS data refer to larger
aggregations, viz, national union membership in all construction
unions, not just journeymen in six selected building trades unions
contract construction in six cities. Fluither, CPS data refer only
to blacks,,whereas our data include all minorities.

v.
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'
TABLE 51. PARTICIPATION C.F'BLACKS IN LABOR UNIONS BY 1%1D11TRY

FOR THE UNITED STATES, 1970

Industrial sector of longest job held in 1970

Percentage of Blacks

RATIO:
Percentage of Blacks

In Union
In

labor ttnions
Not in

labor unions

Percentage of Blacks
:Not in Union

Mining.
4.9 4.3 . 1.14

Construction
8.7 11.2 .78

Manufacturing
12.4 9.8. 1.27

Transportation, communication and public utilities 10.3 .93

Wholesale trade
11-.9 7.6 1.57

.Retail trade
9.7 7.9 1.23

Services and financial
18.6 115 1.38

Public administration
16.5 .11.8 !. 1.40

,

A ratio equal to one would indicate that there is the same
proportion of blacks in'the unionized sector as in the nonunion
sector. A ratio greater thin'orie indicates that blacks are repre-
sented in greaterproportion in unionized work than in nonunion
work; and a ratio less than one indicates that blacks are repre-
sented in lesser proportions:1n the unionized sector than in the
nonunion sector otthe industry.

The. table shows, that blacks are overrepresented in all but
two industrial sectorsconstruction and trinsportation,com-

munication-public utilities. Of these two, the underrepresent-
tion of blacks is worse in construction.

SOURCE: Calculated from data contained in U.S. Department
of Labor, Bureau of Labor Statistics, Selected Earnings and
Demographic Characteristics of Union Members, 1970, BLS Re-

port 417 (Washington: Government Printing Office,-1972), table
13, page 27.



'The minoritiesin our sample were largely-concentrated in thebricklayers (23 percent) and carpenters (14 percent): In agreementwith,Equal Employment Opportunity Commission, EEO -3 data,1-1 our -interview sample showed low minority participation rates in. themechanical trades --,plumbing and pipefiqing (7 percent minority),sheet Metal workers (15 percent minorityY, electricians (5 percentminority), and ironworkers (3 percent minority)12
;

Of course, data by
trade mask_con'siderable variation in minor-ity participation by union locals. For example, a large portion ofthe minority bricklayers interviewed were from a ,local in Jackson.SiMilarly, whereas several nonapprentice minority pluMber6 appearedin the "samples from locals in-Oakland and Chicago, not one minority'member of a pipefitterd'Iocal was found.

In all trades studied, as table 50' illustrates, greatervropor-tione of minorities have entered through nonapprenticeship routesthan from apprenticeship programs. Overall, approximately tgirshsmany minorities entered the tdes through nonapprenticeship routesas-from apprenticeship. Further, as table- 52 shows, the proportionof minorities amonsunion entrants- -after 1960 jumped from 6 percentto 14 percent, and
nonapprenticeship routes haVe been a' method of :entry for steadily'increasing*the

proportions of minorities over thepast 30 years. Prior to 1950, only 6,percent of those admittedthrough nonapprenticeship routes were minorities; duiing the 1950s,A minorities accounted for 10 percent of nonapprenticeship entrants;in the period 1960-72,,thoy were 18 percent. This may. come as a'surprise to those who arguer the unions' have "closed the backdoor"'to minorities. On the contrary, unions, under equal opportunitypressures, appear 'to have been willing to accept alreadY trained-minority craftsmen into their membership. In essence, taking inalready trained craftsmen is the quickest and easiest way to meetEEO demands.

Further, sketchy evidence indicates that significantnumbers of-trained minority nonunion construction workers exist..Data froM the Current Population Surtiev indicate that in 1970greater proportions of-blacks in construction worked. in -nonunion

11See Equal Employment Opportunity Commission, "Total andMinority Membership in Referral Unions in International Union, bySex, 1970.." (Xerox compiled from EEO-3 reports -available'from "Equal Employment Opportunity Commission, Washington, D.C., 20506.)

12In fact,, the number of minorities in the mechklical tradesportion of the sample is so small that it is ansignificant. Onlywhen the &ample size exceeded 10 are data presented.4 ,
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TABLE 52. PERCENTAGES OF MINORITIES AMONG UNION ENTRANTS BY PERIOD OF ENTRY,
APPRENTICESHIP GRADUATES AND OTHERS, ALLTRADES

%.%

Item

Period of union entry

Prior
to

1950

1950-
1959

1960-
1972

All
years

,
Apprenticeship padisates 6 3 6

1.-Others 6 40 18 11

Total 6 6 14 9

SOURCE: Interviews with,construction journeymen.
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jobs (relative to proportions of blacks in unions) than in any
other industrial sector (see.table'51). However, it is likely that
the blacks in the nonunion,sector are largely concentrated in the .

laborer jobs and trowel trades and leant concentrated in the skilled
trades, which also have the fewest minorities in the union sector.
The fact that some unions have sought minority craftsmen is attested
to,by -the concern nonunion minority contractors have showed concern-
ing unions' raiding their work forCes and attracting their minority
workers away with higher:wages.

Friends'and Relatives in the Trade
.

As tablet53,shows; in-every trade, regardless of 'apprenticeship
background, minorities* were less likely than whites to have relatives
or friends in the union. In addition, they were less likely than
nqnthindrities to have fathers in-the trade before entering. Minori-
ties who entered through nonapprenticeship routes had a'father in
the trade about as frequently at white counterpart journeymen, but

'the mihority fathers were generally not in the union,. Inomarked ,

contrast, only'13 percentOf the fathers of-minority apprenticeship
graduates had beeh' in the trade, whereas almost a third of their
nonminority counterpart apprenticeship graduates had, fathers in the
trade.

In addition,4 a higher proportion of the minority nonapprentices
than apprehticeship graduates were likely to have other relatives or
friehds in the trade. This indicates that whereas minotity.non7
apprentice entrants are coming from "trade families," the minority

'renticeship graduates are coming from an _altogether different
f ily background. A possible explanation for this is that.appren-
ticedhip,outreach programs, which operate in .every city in which
interviews were conducted, are successfully reaching ,a sector of the
minority population previously unacquainted with construction.

4lot unexpectedly:a. higher proportion of apprenticeship
graduates' fathers than thersNlathera in the trade were, union
members themselves. This held for both,minorities and non-

' Minorities.
4

VThe pict re is revealing and somewhat hopeful., Although'
by\and large, have not had much contact with the

'informal hetwork\of friends and relatives which has worked so

%-74..dil,pnter the' trade the same patterns-seem to prevail for them.

4:7to attract nonminority youth to the crafts, once minorities

iiterestingly,. in a \followup survey.Of-graduates of the Workers,
Defense League (ADL)\Joint Apprehticeship'Program, referrals
bYt friends and relaties to the outreach prograth brought into
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WDL offices 42 percent of the WDL-placed apprenticeship graduates.; Further, 83 percent of those 'surveyed indicated that they hadrefeired °a friend to'the WDL Joint Apprenticeship Program.13

Sources of Train'ing' for Minority NonapOrenticeship Union Entrants

Overall,'the minority nonapprentices tend tojhave more ,training prior to-union entry than do nonminorities. Propor-tionately, only about half as many entered the union, withoutany .pribr training. Although the. number of .minorities is small,there are some striking, indicators.. For example, public voca-tional education (particularly in the South) has played a strongrole !.n preparihg-irtinority bricklayer journeymen, and aboutone-fourtIot the, minority, carpenters received some trainingin the 'military.' (See' table 54.).

Working up from' the helper or, laborer category 'playsabout 'the' Same role, .except in the pipe trades, where 7 of
13 minority pluffibers have worked their way up.to journeyman.
plumber.

Proportionately, fe;tier minorities tend to have experience
inopen-shoppchoweVer, except in bricklaying. In .the.othertrades, only about half as many minorities as nonminorities
received training in open shops.

Y

r

,Advancement to Supervisory Status

Table. 55 Shows that except/1n
bricklaying, minorities tendto hold' superVisory positions proportionaiely less than non7minorities. This holds true for both apprenticeship graduatesand thoge-who.enter through ncmapPrenticeship routos. However,., 'minority apprenticeship graduates have a clear relative advantageover minority craftsmenwho have not graduated from apprentice-ship. Thirty-two percent of the minority graduates stated thatthey work as supervisors half or more of .the time, whereas, only22 percent of the minority workers without `apprenticeship

indicated'that.they work as supervisors half.or more of the time.
-4

33Material obtained friom Ernest'Green, Executive Director,Recruitment and Training Program, Inc:
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Chapter V

A COMPARISON OF APPRENTICESHIP-TRAINED
JOURNEYMEN-WITH JOURNEYMEN TRAINED IN OTHER WAYS

According to Foster., "While there-is undoubtedly much
/ roomforimprovement in the administration of apprenticeship,
1 the system does produce a superior craftsman. Just how

superior, of-course, is impossible to say. "1 Foster and other
writers argue, as do all of the union officials and most of the
contractors' representatives we interviewed, that apprenticeshiP
tr*ining produces better skilled, more productive, and safer
craftsmen who are likely candidates for supervisory positions.

The,positionthat apprenticeship-trained crafAmen are
Superior to informally trained journeymen is based on several
assumptions. First, an apprenticeship-trained craftsman is a-
better skilled craftsman becaute he it a broadly trained mechanic.
During apprenticeship, he has been.exposed to all parts of his
craft (or at least to more aspects than he was likely to learn
on his own). Second, he can adapt to different job situations
and changing conditions because heknows the theory underlying
his work., for his apprenticeship provided him with not only
on-the-job training but also related classroom instruction.
He is mote productive because of this knowledge and because

.
experienced journeymen have taught him to apply his knovledge

---on the job. Third, he is safer because safety. training as

,part of his apprenticeship.:

Construction experts assert that the apprenticeship-trained
'craftsman makes a better supervisOribecause he knows all
parts of the job -- from rough-in to finish work. Also, his
related. classroom instruction has taught him to work effectively
with blueprints in the design and layout of jobs.

',Safety and Individual Productivity
\

While a direct .measure of the relative skills anajabilities
of apprenticeship- trained journeymen would be useful,'We do not
have such a measure or the data for:construCting it.' We found
no inforination with.which to test the hypothesis that apprenticeship-
trained mechanics are safer workert, although data generated
by the reporting requirements of the Occupational Safety and
Health Act may provide a.utable base for measurement in the
future.

'

Howard G. Foster
Trades: A Sympathetic
No. 1 (January 1971),

,

, "Apprenticeship Training in the Building
Assessment," Labor Law Journal, Vol. 22,
pp. 3-12.
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Even the measurement of productivity in construction is
complicated by-the-absence'of a-genetally accepted measure, of
output. Behman:has atteMpted-tomeasure physical, productivity
directly, blit without studying dIgerences among individual
wOrkers.2 A laboratory experimerir On productivity,in_ the
masonry trades conducted' in 19.72 at the Univertity of Tekas,
considered the-possible effects on produCtivity of a variety
of factors such.as t#14, of day, temperature, and'intensity of
Ultraviolet rays, but not the training background. ofindividual
wOrkeks.3

.

FdllowuP'Studied of Apprenticeship 'Graduates

While productivity studies have. not shed light on the
'training -'backgrounds of craftsmen, efforts have been made to
,assess the performance of apprenticeship-trained worker.. .

However, .past research on apprenticeship, while revealing,much'
about the work-experienCe and career advancement patterns of
apprenticeship graduates, provides 'little insight into how the
experiences of apprenticeship graduates compare with those of
other journeymen.

2Sara,Behman, "On-Site Labor Productivity in Home'Building,"
Industrial Relations, Vol.11, No. 3 (October 1972), pp. 314-325._

3Interview with Clayfoid T. Grimm, associate director,
Center for Building Research, University of Texas, Austin,
March 24, 1972.

The results of this laboratory experiment have been-reported
in Mason Productivity Study, Volume III: Measurement of Producti-

, yity,Center for Building Research, University of Texas. Other
reports generated from the prOject areNolume I: A Review of the
Literature of Mason Productivity with Annotated Bibliography and
Index: and Volume II: A Construction Industry Opinion Survey on
Mason Productivity. Copies of these reports are available'from
the National Technical Information Service; Springfield, Virginia
22151.

°
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,
Some data on the work experience of apprenticeship graduates'

are available in followup studies obtained through the use of mail

questionnaires. In 1956,, the Bureau of Apprenticeship and TrainIng,

U.S. Department of Labor, conducted a survey of work experience and

--career advancement of a_sampling of craftsmen in all apprenticeable
occupations who had completed apprenticeships in 1950.4 In 1960,

the California Division of Apprefiticeship Standards conducted a .

similar followup survey of Californiaapprentices who completed
their training in 1955.5 The survey, covering all apprenticeable

trades, assessed the labor market experience of apprenticeship -
trained craftsmen 5 years after their graduation. Unfortunately,
neithe' of these studies contains information on a comparable con-
trol groupof journeymen whdse performances could be compared with
those of the apprenticeship graduates.

Other studies provide data on the work experiences of
apprenticeship- trained craftsmen as adjuncts to investigations,

of related questions. Bebman surveyed former carpentry
apprenticeain the-San Francisco Bay Area to explain why,
apprentices drop out of the carpenters' prograpi.6 The Di-vision

of:Research and Statistics of the New York State-Department of
Labor, assisted by Felician,Foltraan.at-CornelLUniversityr is
currently conducting an' extensive followup study of former,
apprentices in New York'State in.-order to study the relationship
Of apprenticeship training in the pipe trades. .Drew, of Purdue'
University, obtained feedback on the prograMs from former'
Apprentices bUt made no attempt to compare apprenticeship-trained

4Career Patterns of Former Apprentices (Washington: U.S.

Department of Labor, Bureati of Apprenticeship and Training, 1959),
Bulletin T-147. For a summary of this report, see Joseph A.
Schuster, "Career Patternsof Former Apprentices," Occupational
-Outlook-Quarterly, Vol, 3; No. 2 (May 1959), pp- 13-19.

5California Divieion of Apprenticeship Standards, Survey of
CoMpleted Apprentices. Certified by the California Apprenticeship
Council in 1955 (San Francisco:, Diirision of ApprenticeihiP -
Standards, California, Department of Industrial Relations, 1960).

6Sara Behman, "Survey of Former Carpenter Apprentices
'Registered in the Bay Counties Carpenters Apprenticeship and
Training Program" (Berkeley: .Institute of Industrial Relations,
mimeograph, 1969), ,.
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journeymen with other groups.7' Again, becausethese studies deal
exclusively with journeymen who hive had apprenticeship training,
they offer no opportunity to contrast Craftsmen who have had
apprenticeship training with those who have not. Finally,
BarOcci's 1971 study of apprenticeship completers and dropouts in
Wisconsin found that apprenticeship graduates had higher earnings
than dropouts, particularly among construction workers. While
Useful, this finding may be due to dropouts' working for the most
part/in lower paying Ilonunion'jobs, while completers tend to work
morein higher paying branches/of the industry. In any event,
no specific comparison is made between apprenticeship graduates
and informally trained workers.8

Existing Comparisons of Apprenticeship
Graduates with.Other-Cfaftsmen

Foster's study of alternative training sources for construc-
tion journeymen upstate New York provides some useful information
on, the training'backgrounds of apprenticeship graduates and those
who,have been trained in other ways.9 Foster'S study focused on-
journeymen in the Syracuse area in four crafts -- bricklaying,
carpentry, electrical work, and operating engineering:, His analysis
'was 15ased on questionnaire returns from 784 craftsmen. However, the
questionnaire was not designed to evaluate the advantagesiof
apprenticeship relative to other ways of acquiring construction
skills. -

7

7Alfred S. Drew,',Educational and Training'Adjustmenta in
Selected Apprenticeable'Trades (Lafayette; Ind.: 'Purdue Research
Foundation, 'Purdue University, 1969), two volumes. Also, see Toward
the. Ideal Journeyman (Washington: U.S. Department of Labor,, 1970),
ManPower Research. Monograph No. 20, five volumes. 'The siudies were .

summarized in the follOwing article: "Strengthening Apprenticeship,"
Manpower, vol. 4, No. 2 .(February 1971), pp. 21-25. See also a.
COMMent by Martin J. '-Ward on this study, "Journeyman Training in the
Pipe Trades," 1U-npower, Vol. 4,,NO. 8 (August 1972), pp. 20-32.

A

:1Thomas A. Barbcci, "Apprentice Dropouts: Cause and Effect,".
Manpower, Vol; 5, Ng. 1 (January 1973), pp. 9-13.

l'Howard G. Foster, ",Labor Supply in the Construction-Industry:
A Case Study of Upttate New YOrk (unpublished Ph. D. dissertation,
Cornell University, 1969). .For a sunimary of the study, see
Howard G. FoSter; "Nonapprentice Sources of Training in Construc-
tion, " Monthly Labor Review, vol. 93, No. 2 (Feruary 1970),
pp. 21-26.
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Two. approaches have been taken to' study the effects. of .

training backgrounds,on the productivity of individual workers.
One has been to review the performances-of candidates taking ocOu-
pational licensing examinations. Scores On one sudh:highly,
regarded test,1° the Texas State Journeyman Plumbing 'Examination,-

'show that apprenticeship- trained examinees outperformed others.
As illustrated in.table 56, every apprenticeship-trained applicant.
in the study.passed, whereaS only three - fourths of the nonappren,-
ticeShip-trained examinees passed. Furthermore, the apprenticeship
trained men passed with a higher average score, even though they had
fewer years of experience at the trade. Insofar as the test measdrles
skill at the trade, it shows that apprenticeship- trained jodrneymen\
have a definite skill advantage overnonapprenticeship-:trained \*
journeymen. But if, test scores measure only ability to take a testfl
then apprenticeship might be only good preparation for test taking.
Thus, although these test results strongly indicate that apprentice-)
ship,training produces. craftsmen With superior skills, they are not ,

conclusive.

. 4
.

. ,
.

A second attempt to compare the efficacy of apprenticeship
with other training paths was made by Horowitz and Herrnstadt

.

10This unusually well designed and well administered test is
-deicribed in .detail in Benjamin Shimberg, Barbara'F. Esser, and
Daniell'. Kruger, Occupational Licensing: Practices and Policy
(Washingtori: Public Affairs Press, 1973), ;

The test itself was developed in consultation* with plumbers
from all parts of Texas and,was.improved.onthe basis of two p o-

/IL

fessional evaluations. .See Herschel T.'ManueI et al., "The Te as
Examination for Journeyman Plumbers," report of reseakch cond cted
at the University. of Texas for the Texas State Board of Plumbing
Examiners (Austin, TeX.: University of Texas Testing and Gu'idance
Bureau, multilith, 1951). Also see Edwin Wilson Mumma, "The
Application of the Critical Incident Technique to the Psycho ogicai
Measure of Proficiency: The Texas Examination for Journeyman
Plumbers" (unpublished Ph. D. dissertation, University of Texas at
Austin, 1954) .. I
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TABLE 56. PERFORMANCE OF APPLICANTS TAKING THE TEXAS STATE EXAMINATION
FOROURNEYMAN PLUMBING LICENSE, NOVEMBER 1, 1963 THROUGH OCTOBER 31, 1964,

BY TRAINING BACKGROUND

Analysis of all applicants

fr.

. . .
Training background

--Average
years

experience
At the
trade

.

Number
examined

'Number. .

and
percentage

. passed

.

Average
score

Apprenticeship trained'

Nonapprenticeship trained ,
...

5.0 years
.

3.7 years

' 46

758

. .

46 (100%)
.

574 (75.7%)

86.4
.

70.7
.

Analysis of examinees with passing scores
_

Average
o

.

. years
experience

.

at the Number AverageTraining background trade passed score

Apprenticeship trained'

NOnapprenticeship trained.

, 5.0 yeart

6.1 years

46

. 574

.86.4

'80.8- ,
Refers to training in registered apprenticeship progrims only.

146
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SOURCE: Texas State Board of Plumbing Examiriers.
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in a study of tool- and die-making d'rafts in BostonJI, They

li
investigated the ning background f a sample of tool and die

"makers and asked tkers: foremen and fellow workers to evaluate
their performance on the job. The stuly showed that workers
trained in Vocational: high school followed by apprenticeship were
rated highest by their peers and superV\Esors. However, the study
also concluded that craftsmen trained in vocational high school
alone were rated.higher than craftsmen krom vocational high
schools who had had on-theLjob training.--'au internally
inconsistent result.

iT -, ,

. , 1 -

While thistype.of inquiry is aniappealing attempt to assess
\ :the, relative advantages of apprenticeship,training, reliance upon

the testimony of coworkers ,and supervisor. leaves Horowitz and
terrnstadt with 'highly subjective feeling (Iiiiichiney explain the

internal inconsistency previously noted). Further, the study has
limited relevance to evaluating apprenticeship in the building
tradee'since it did not deal with the construction industry.

SfewMeans of Comparing Apprenticeship
draduatesWith,bther Journeymen

o

Thus, although logic dictates that apprenticeship provides
the -best available training in construction,\the issue of
whether it actually does has not been dealt with satisfactorily.
Furtherinore, a review of the literature revels,that the
empirical data required for dealing with this\ issue have note
yet been collected. Therefore, we have attempted to measure
more objectively the relative worth Of apprenticeship and
honapprentideship training in construction, utilizing two new
approaches. One was to determine whether app4ticeship grad-
uates are found in disproportionately high numbers in supervisory

IlMorris A. Horowitz and Irwin L. Herrnstadt, "A Study of
the Training of Tool and Die Makers" (Boston: bepartinent of
Economics,cNorthwestern University, 1969). The\study ie
summarized in two more convenient sources: Learning the Tool. and
Die Maker Trade Mashington: U.S. Department of\Labor, 1970),
Manpower Research Monograph No. 17, and Morris Horowitz and
Irwin L. Herrnstadt, "The Training and Education\of Tool and Die
Makers," Proceedings of the Twentieth Annual Winter Meeting of
the industrial Relations Research Association, Wa'Shington: D.C.,
December 28-29; 1967 (Madison, Wis.: Industrial Relations
Research Association, 1968),.pp. 15-24.

0
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4

positions or'whe'ther foremen and superintendents have been
trained* and- -lai-ge in other ways. The results, of this method
are examined later in this chapter.

.
.

The other approach waS to compare the number of hours
worked annually by a random sample-of journeymen from each
local union studied. -This method is based on the premise
that compared to journeymen-with less, training, more skilled
and more productive workers are in greater demand and.will
therefore tend to' suffer less unemployment.

Comparison,Of Average Hours-Worked by Journeymen,

Apprenticeship graduates should experience more steady
employment than union Craftsmen trainedrin other ways, largely
because apprenticeship-trained journeymen tend to be broadly

::,-trained, whereas other journeymen (especially those who have
"picked- up the trade" on the .job) tend to be specialists
qualified-to perform only one or a few tasks.12 As has been
illustrated in Chapter III, journeymen admitted directly
ordinarily are tested over their knowledge of the trade. In -

practice, these tests are usually easier thah final examinations
-given to apprentices.

Further, it is,comMon for the journeyman test to cover
only the part of the trade in which the applicant considers
hitselk proficiente For example,-a man could join 4 carpenters'
loCal if'he could pass a test over form building or become a
union ironworker by passing _a test over reinforcing work.
Welders'may join a variety of unions due to that proficiency
alone. By contrast, nearly all apprenticeship- trained journey-
men are expected to be exposed toa wide variety of work and
training, both on the job and in the classroom. A, well organized
apprenticeShip program teaches apprentices all phases-of their
trades, including the reading of blueprints, the laying out of
various types of work, and, in some cases, cost-estimating.

Given-the premise that they are likely to be more broadly'
trained, there are several reasons why apprenticeship-trained
journeymen might be expected to suffer fewer and briefer periods'
of unemployment than more narrowly trained journeymen, First,
employers will tend to retain their better workers longer.and.
conversely' will lay Off inferior workers sooner.- A broadly
trained mechanic is likely to stay with fewer employers since
he will be on the firm's '"core labor force."

12-.
This is not to deny that many apprenticeship-trained

journeymen tend'to work in their favorite specialties. :However,
the pOint is that the apprenticeship-trained journeymen have

'-' been exposed to several specialties and would thus be in a
',better pOsition to switch to a different sort of work if
necessary.
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Second, the broadly trained craftsman loan remain with a
contractor through the duration of a job, during all phases
from layout and rough -inn's to the finish work. (ThiS is an
especially important consideratiOn on longer commercial and
industrial jobs. )

Third, broadly trained mechanics are more flexible and
can adapt better to changes in technology and/or market
demand. Thus, when work is not plentiful, a person who is
narrowly trained may have diffidulty finding work in his
specialty, whereas a journeyman who is expert in all areas
of his trade will not belaid off due to inability to perform
`the work that is available. :

Fourth,-the bkoddiy trained mechanic has more options
to choose from; he may,choose to work in specialties whiCh,
by the nature of the Work, offer the most regular employment.

Fifthl because a:broadly-trained mechanic will tend to
be in superyisory jobs more often, and because supervisory
personnel are more regularly employed than journeymen, the
broadly trained tradesman will find steady employment more
often ,as a supervisor.

Finally, broadly skilled mechanics are morelikely to be
requesteci, by contractors or to be able to get jObs without
going through a formal referral procedure; narrowly trained
men are apt to have to wait until they are referred to work
by the busineds agent:13

For all of the reasons just^mentioned, journeymen
possessing a wide variety, of skills are likely to suffer
fewer,and briefer periods of unemployment than those faCed
by narrowly trained journeymen. Thus, to find that
apprenticesbie-trained journeymen work more on the average
than other journeymen would be to support the claim that
apprenticeship offers superior training for construction
morkers:

-13
Most unions do not use rigid "first in, first out"

referral systems exclusively, but permit individual members
to find jobs informally if posible. ,Where formal arrange-
ments ,are the sole means of referral, the difference between

workedorked by apprenticeship graduates and by other journey-
men would be expected to diminish considerably.
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,-Nethodologv'for Comparison of Average.gours Worked

The 'hypothesis was tested by taking\aamples of journeymen's
,

names and the hours they worked froeach ooperatinv union's
epension or health and weliarfund eligibil'ty list:14 Thesam-

Ples included data for several years from the unions in Houston,
Columbds, San Francisco, Oakland,, and Chicagol in eadh of the
other cities it proved feasible to retrieve data fortpnly 1 years_. -.

When the names of traveling memberi.of oth r locals or nop-
, 'meMbers working on temporary permits appeared, they were delet,d,

because many were inde_cured late in the sample Year add thus '

could.not be counted for the entire year. Moreover, the numbor
of liburs worked by, apprentices is often as much a function on the',

, efficiency of the program and the.contractors' willi gness to
work, apprentices as of the apprentices' skill on the job_. Finally',
the names of paid union officials were deleted.'

I+

The names remaining in the sampled, then, were tho\se of
active journeyman members rf the 'unions being studied. The ).fists
of names and hours worked were checked with apprenticeship
coordinators and sith records kepeby the Bureau of Apprenticeship
and Training and State apprenticeship agencies to determine\ which
journeymen hadcdopleted registered apprenticeship programs\

\

'

4
//.

'

,
%)

,

Sampling Procedures

The samOlei analyzed in this chapter ranged from only 1 per-
cent of the active membership of the Bricklayers Executive \

'Committee in New York (whqse officials would illpw only a miniscule/sampling) to over 20 Percent of the membership of some Smaller \
looali. We attempted to get at least 10 percent ,samples of all but
the largest unions, although after the names of travelers,
apprentices, retired Members, and union officials were deleted,
some samples were lees than 10 percent of the total membership.

%
\

,

14Contributions-to these funds are made by contractors on the
basis of a, negotiated number of cents II-Or hour worked by each man.
Thus, it is possible to state with reasonable accuracy the number
of hours', worked'hy each man for union contractors. Some men, of
course, may work in open shops ,(for less money);-such work does .not
appear in the data,presented here; *

r

I
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We extracted samples in two ways. One was'to select a 'name
,arbitrarily from the pension fund lists, on which, names are kept
either alphabetically or by social security number, and to take
every fifth or tenth name that followed until the desired sample
siie Was obtained. The other was to select a name arbitrarily
and to take the 10namei that followed, then skip several paged
and 'select another 10 names, and so on until the desired number ,

of names was obtained. When used on an alphabetical list of \

names, the latter method often revealed several persons related
to each other. This was an advantage in light of our intention
to learn how workers,actually get into construction unions.

There was only one significant departure from these proce-
dures." While requesting a sample from the Carpenters District
Council in Chicago, we were mistakenly informed that the council
had had a registered program for only the last 6 yeard15 and
that the number of graduates would be so small relative-to the
total membership that any sample selected would probably be
:unrepresentative of the apprenticeship graduates. Thud, we
requested a list of half of the men whb joined the council's ?-

local.unions.in 1970, thereby assuring the presence in the
sainple of a representative number of apprenticeship graduates.

Or

Results of Comparisons of Average Hours' Worked

The sampling was performed as carefully as "real world" cir-
cumstances allowed. There are, of course, many, methodological
difficulties and problems of interpretation of the data.16 As
in the current literature on returns to investment in human
cailtal, there is the problem of factoring out the impactof

. education and training froin numerous other influences -- such as

15As it turned out, the program had been registered for many
years, but the sample had already been taken when that fact was
discovered.-

16For an introduction to the problems and difficulties of
this type of research, see Garth b. Mangum, "Evaluating Pederal
Manpower Programs," Proceedings of the Twentieth Annual Winter
Meeting of the Industrial Relations Research Association,
Washington, D.C., DeceMber 28-29, 1967 (Madison, Wis.:,
'Industrial Relations Research Association; 1968), pp. 161-171;
and Glen C. Cain and Robinson G. Hollister, "The Methodology of
Evaluating Social Action Programs," Public-Private Manpower
Policies, ed. Arnold R. Weber (Madison, Wis.: IndustrialRela-
tions -Research Association, 1969), pp. 5-34'.
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native ability,, family status,,or peer influences -- which. may
,affect income:and employment. These .and other problems dealing
with gathering and interpreting the data are discussed later
in,this chapter. . .

s

There-Sults of the comparisons of average hours:worked-by the
samples of apprenticeship=traine'd, and other journeymen are summa=
riied.by international union in tables 57-62. The data in these
tables are not as complete as would be-desired, ,due tq lack.of
.cooperation from certain local unions and district, councils'.
Neither are the figures comparable' between traded or cities, due
to ,differing labor market conditions and referral procedures.
Nevertheless, the data' summarized below are,emphatic in their
support of the hypothesis that journeyMen,with apprenticeship
training, probably because of their broader skills,,will tendto
work more than journeymen without apprenticeship training, who
are more likely to be narrowly skilled specialists.

. In 32 of the 41 local unions' and district councils for which
,..,

- .;data were available, apprenticeship-trained journeymen worked
,..

V6Ondidtently and significantly more than journeymen trained in

t
other ways. By contrast, in only three lo ,is did apprenticeship=
trained journeymen York less than journeymdh without apprenticeship
(and.in only one case was this true for more than 1 year). Six

. 'locals showed mixed results or differentials between average hours
'-. worked of less than1 Percent. That three of these are,UA locals

may reflect the fact that the plumbers deem to have, more formal
hiring hall arrangements than the Other .unions with the possible
exception-,of IBEW locals. .These arrangements would help to .

explain why, in the plumbers' unions which consistently had'
differentials greater than 1 Percent, the differentials exceeded
10 percent'in.only 2 years. ForMal hiring halls probably spread
work more evenly in the plumbers', unions than do the less formal '

methods of job search common to other crafts.

e
The_data in tables 57-62 further reveal that, of 199 percentage

differentials, 100 were greater than 1 percent. Only 10 differen-
tial were less than -1 percent, while 9 fell between -.9 percent
and .9 percent. Thus,-84 p-cent of the cases support the hypothe= ,

sis that apprenticeship - trained craftdmen are more broadly trained
and-suffer less from unemployment than other journeymen,. Regard=
less Of whether one considers only local-unions or the total,nuMber
of comparisons, then, the:cases supporting the hypothesis outnumber
the cases opposing it by 10 to 1. _

.

The hours-worked differentials which are favorable to
prenticeship as a source of training are as large as they

a,e. numerous. There were 31 differentiald between 10 percent
and 20 percent, 11 between 20 percent and 40 percent, and 3
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TABLE 57. COMRARISON OF AVERAGE HOURS WORKED BY APPRENT10ESH1P-TRAINED
JOURNEYMEN AND JOURNEYMEN NOT TRAINED IN APPRENTICESHIPS, BY YEAR:

BRICKLAYERS UNIONS .

.

.

(1)
Unions

(and years
studied)
-

(2)
Journeymen

in ii-tOk
(percent
of active

membership)
' Nuniber Percent

(3)
Apprenticeship

graduates
(percent of

sample)
Number ;Percen t

Average hours
worked by:

.

(6)

(4)-(5)1(3j
(4)

Appren
ticeship

graduates

(5)
Journeymen .

not trained in
apprenticeship

Pereentxge.
d'fferential,

'Atlanta (Local 8)
1970

,,), 1

New York (Executive
Committee) -

'1910 ',.....

Chicago (Local21),
1971
1970
1969 -

1968 ,

Cplumbus (Local 55)
1971-72
1970-71
.1969-70

OaklankLocal 8)
1971-72
1970.71 r .
1969.70
1968-69
1967-68
1966-67'

.1965-66
1964-65
.

San Francisco (Local 7),
1971
1'970

V1909 - o
*.

1968 ,

)

0

.

'

.

76

t

'64
ci

267
284
295
294 -

115
111
101

64
61
58
58 .

57
37
'55
52

U9
119
116
106.

-

1

5
6
6
6

21
21
19

16,
15

14
14
14
14
13.
13

30
30
29
27

.

4

'

'

.

20

21

99
104
110.
110

30
28
28

15
16
14

13
12
10

9
9

-
18

-19
!9
17

26

,.

33

37
37
37
37

26
25
28

23
25
24
22
,21
18
16
17.

15
16
16

16

1,0471

,

1 , 0102

1,411
;394 ,
10039
1,605

1;851
'1,273
1,343

,2331
1,097
1,274 z
1,183
1,018

904
1,314

991
,

1,217.
1,211

-1,051
643'
.

9931.

110392

1,215
14272
1,536
1,520

1,248
1,006,

937,

.:

1,112
1,112'
t,230
1,095
1,055

896
.1,248

939
4%

1,105
1,221
1,236

571

.

-.

.

s

.

5.4

- 2.8
.

16.1
9.6,
6:7

. 5.6

48.3
26.5 -
42.3

11.0
-1,4

3.6
8.0

- 3.7
.9

5.3
5.5,

10.1
-.8

-17.6
12.6

.

.

.

1Strike during summer reduced hours for everybody..
2 Work was scarce.

§OURC#: Information on hours worked was
samples of economically active journeymen from

obtained for'
various union

.
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TABLE 58. COMPARISON OF AVERAGE HOURS WORKED BY, APPRENTICESHIP-TRAINkb
JOURNEYMEN AND JOURNEYMEN NOT TitAINED'IN 'APPRENTICESHIPS, BYEAR:

RAR.PENTERS UNIONS :157

(1)
Unions

(and ycars
studied) .

(2)
Itc Journeymen

in sample
(percent
of active

membership)
Number Percen t

.
.

(3)
Apprenticeship

graduates
(percent of

sample)
Number Percent

, .......

Average hottri'
worked by:

-'-z

(6)
(4)

Apprew
ticeship-

graduates

t.''' (5)
Journeymen
not trained in
apprenticeship

Percentage
differential
0)-(5)

(5)

Atlanta (Local 225)
1970

Austiti(Local'1266)
1971

,

Ho'uston (District
Council)'

-1971
1910

Columbus (Local 2(10)
1971-72

'1970-71
1969.70-

,

"Jackson (Local 1471),
A971

t ' t4
Chicago (District Council)

1971
1976

Bay Area (District Council)
(c:.:::Francisco and ."

Oa kla,fid)
-1971 ;

1970 s .
1969
1968
19671,1,

1966
t 1965

1964 ,
1963.._.Y
1 962

1961 . , N

1960. ,
1959 I

: "'`195 11
1957 i

'19$6.. , -

1555. . ,
, 1954..,

1953

--

-

r

154

53

271
236

185
197
195

94

749,
704'

.

.406
360
359
327
310

300
215
289
267

.244

214

198:
176
167

-169
162
139

'119 -

c,

.

,

.

6

7

4
4

10
11

11

19

2
2

5
5
5

5

5

5
5

5 .

5
5

55

5
5

5

5

5
5

5
5

...

°

14

1 2

53
44

40
38
37

21

4
46

.

104
97'
997
8Q

79
74
74
68
60

55
11
i.1
49
47

44
41
36-
28

.

9

23

20.
19

22
19
19;

22

6
7

.

26
27
28
27
26

26
25
26
25
25

26
25
26
28
28-

27
25
26
24

1,389

825'

.

1,573
1,771

1,542
1,540
1,549

1,474

1,561
1,588

1,450
1,484
1;558
.1,545
1,513

1,519
-1,652
1;690
1,557.
1,602

1,702
1,668 ..
1,684
1,616
1,582

-1,639
1,716
1,523 :
1,550

'4 1,281
4

1

738'

1,262
1,532

1,383,
1,320
1,460

.

1,148

1,364
1,392

.

1,256
1,285

'4_1471
1,460

Mi 1,332

. f ,382
1,443-
1,444
1,485

-,
,365

1,514'
1,49V ,_

-1 ,54 E
1,526 '
1,406

-

1,508
. 1,457

1,432
1,296

8.4.

11.8
.

24.6
15.6

,..,

11.5
.., 16.7

6.1

- 28.4
,

14.4
-14.1

.

15.4
15.5
13.6

5.8
13.6

9.9
14.5
l3.Q., /
4.8

-17.3...

12.4
12.0
9.3
5.9

12.5

.8.7
17.8
6.3

19.6,
4.'12, .

s,

1 January.-july 1471 only. No other data available.

SOURCE: Infortriatjon on hours worked was obtained for
Pimples of economically active Journiymen from various union

.St/
pension and health and, welfare trust fond records. Data (map"
prenticeship background- were obtained from apprenticeship co-
ordinators, the Bureau:of Apprenticeship and Training, State
apprenticeship agencies, and personal intervieWs.



TABLE 59, COMPARISON OF AVERAGE HOURS WORKED BY APPRENTICESHIP- TRAINED
:JOURNEYMEN AND JOURNEYMEN NOT TRAINED IN APPRENTICESHI , BY YEAR:

, , IBEWLINIONS

(1)
Unions

(and years
. studied)

(2)
Journeymen

in sample
percent
of active

membership)
Number ,Percent-

(3)
Apprenticeship

graduates
(percent of

sample)
'Number Percent

Average hours
worked by: (6)

Percentage
differential
(4)-(5)

(4
App n-
tice ip
pa tes

(5)
Journeymen
not tiained in
apprenticeship (5),

Atlanta (Local 6'13)
1970

Houiton (Local 716)
1971
1970

Columbus (Local 683)
1970-71. . . . . ........
1969-70
1968-69

.

Jackson (Local 480)
1971-721

Oaklaild (Local 595)
1970
1969
1968
1967
1,066
1965

/
San Francisco (Loc,11 6)

1971
, 1970

1969

1

1

78

107
-107

,
l04
101

86
,

72

22
1

,1 3
164
11.56

46

233
235

I

229

i

\--."

.:-.-'

8

.

8
8

12
12"
10

31

23
19
18
17
16
15

29
29
29

25

33
33

53
47
37

37

125
95
89
84
79
67 -

'

89
89
83

32

' 31
31"I\
/
51
42
43

5

5
- 2

1

51
51
46

38
38
36

,121

.
1,775

1,861

1,829
2,107
2,264

-

' 1,277

-

1,662
1,717

, 1,718
1,593
1,762
1,735

.
1,523
1,491
1,660

1,338

1,334
1,589

1,716
1,825
1,948

1,288

1,532
1,678
1,608
1,466
1,654
1,578

1,266
1,351
1,368

'''

58.5
,

33.1
17.5

6.6
15.4
16.2

-1.0

8:5
2.3.
6.8
8.7 .

6.5
9.9"

.

20.3
10.4
21.3

/
SOURCE: Information on hou s worked was obtained for pr ticeship background were obtained from apprenticeship co-
samples of economically active urneymen from various union or inators, the Bureau of Apprenticeship and Training, State
pension and health and welfare t ust fund records. Data on ap ap renticeship agencies, and personal interviews.



TABLE 60. COMPARISON OF AVERAGE HOURS WORKED BYAPPRENTICESHIP-TRAINED
JOURNEYMEN AND JOURNEYMEN NOT TRAINED IN APPRENTICESHIPS, BY YEAR:

IRONWORKERS UNIONS

(1)
Unions

(and years
studied)

.

(2)'
Journeymen

in sample
(percent
of active

membership)
Number Percent

(3)
Apprenticeship

graduates
(percent of

sample)
Number Percent

i
Average hours

,
worked by: (6)

(4)
Appren-
ticeship

graduates

(5) .
Journeymen
not trained in
apprenticeship

Percentage
differential

(4)-(5) /
(5)

Austin (Local 482),
1970 38 16 10 26 1,658'

1

,

1,554 6.7

Houston (Local 841' . . .
-1971 156 13 i 30 19 1,450 1,465 -1.0
1970 156 13 30 19 1,291 1,376 -6.6

Columbus (Locar172)
1970 86 13 20 23 1,486 1,403 5.9
1969 81. ' 12 .17 21- 1.,701 1,395 21.9
1968 75 12 -13. 17 1,732" 1,53'4 12.9

Chicago (Local I)- .

. 1971 228 -11 77
.

34.- 1,509. 1,313 14.9,
1970
..,

256 13

.'-'

79 -'M 1,599 1,365 17.1,
.

Oakland (Local 378) .

197142 155 1/4' -'1S 84 SS .. 1,526 1,316 16.0
1970-71 161 15 84 . 52 1,611 1,490 8.6
1969-70 160 15 86 54' 1,740 1,664 4.6

-

San Francisco (Local 371) .
.

'1971-72 183' 16 68 37 1,443 1,472 -2.0
1970-71- 189 16 71 38 1,574 1,519 . 3.6
1969-70 1.91 16 72 38 1,654 1,612 2.6

./
SOURCE: Information on hours worked was ob ained for prenticeshig.backgroind ware obtained from apprenticeship co-
samples of economically active journeymen from various union ordinitors, the Bureau of Apprenticeship and Training, State
pension and health and welfare trust fund records. Data on ap-, apprenticeship agencies, and personal interviews.
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TABLE 61. COMPARISON OF AVERAGE HOURS WORKED BY APPRENTICESHIP - TRAINED
JOURNEYMEN AND JOURNEYMEN, NOT TRAINED IN APPRENTICESHIPS, BY YEAR:

PLUMBERS AND PIPEFITTERS UNIONS

_

(1)
Unions

(and years
`studied)

"1

(2)
/

Journeymen
in sample
(percent
of active

membership)
Number Percent

(3)
Apprenticeship

graduates
(percent of

sample)
Number Percent

Average hours
worked by: . (6)

(4)
Appren-
ticeship

graduates

(5)
Journeymen
not trained in
apprenticeship

Percentige
differential

(4)-(5)
(5)

Atlanta (Local 72)
- 1970 83 8 . 31 37 1,476 1,466 0.71

New York (Plumbers
Local 1)

1970 85 3 20 23- 1,500 1,506

Austin (Lcal 286)
1970 38 10 13 34 1,810 1,776 2.2 .

Houston'(Pipefitters
Local 211)

.
- .

1971 130 4 27 4 21 1,743 1,358 28.4

1970 130 4' 27 -21 1,930 1,820 6.0

Houston (Plumbers
. %

Local 68)
.

.

"1971 172 17 52 30 1,841 1,822 1.0

1970 179 18' 53 30 1,865 1,720, 8,4

Columbus (Local 189) .

1971-72 129 13 49 38' 1,707 1,539' 10.9

1970 -71 126 13 47 37 1,709 1,645 4.0

1969-70 126 13 48 38 1,872 1,843 .1.6

=

Chicago (Plumbers
Local 130)
1971-72 ./. 299 7 132 44 '1,926

. ,

1,871 2.9
,

1970-71 279 7 121 43 1,878 1,823 - 3.0 .\
Oakland (Plumbers

Local 444)
1971 189 24 88 47 1,609 . 1,551 3.7

1970 189 24 90 48. 1;579 1,478 6.8

1969 ., 182' '23 83 46 1,640 1,567 4.7

1968 174 22 78 45 1,643 1,526 7.T

1967 153 19 66 43 1;524 1,446 5.4

1966
,

148 19 59 40 1,734 1,621 7.0 ,

1965 141 18 56 40 1,752 1,638 7.0

. .

.

San Francisco'(Local 38)
1970-71
1969.70'

544
543

20
20

149
148 -

Z7 *
27

1,454
1,455

.1,407
1,406-

, 3.3
3.5

- 1968-69 533 20 140 26,/ 1,608 1,562 2.9

1967-68 . 511 20,- 135 26 1,549 1,549 0

1966-67 482 20 128 27 1,405 1,434 -2:1

-1965-66 462 20 125 27 1,614 1,612 .1

1 Strict referral system. pension 'and health snd welfare trust fund records. Data on ap-
prenticeship backgroundwere obtained from apprenticeship co-

SOURCE: Information on hours worked was obtained for ordinators, the Bureau of Apprenticeship and Training, State
samples of economically active journeymen from various union apprenticeship agCncies, and personal interviews.
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TABLE 62. COMPARISON OF AVERAGE HOURSMORKED BY APPRENTICESHIP-TRAINED
JOURNEYMEN AND JOURNEYMEN NOT TRAINED-1N APPRENTICESHIPS, BY YEAR:

SHEET METAL WORKERS UNIONS

. (1)
° Unions
(and years
studied)

(2) .

Journeymen
in sample
(percent
of active

membership) ,

Number Percent

(3)
Apprenticeship

graduates
(percent of

<, sample)
Number .Percent

Average hours
worked by: (6)

Percentage
.

differential
(4).(5)-

(5) .

,(4)--
' Appren-

ticeship
graduates

(5)
Journeymen
not trained in
apprenticeship

,

Atlanta (Local 85)
1970 . 99 13 24 , -24

C

1,603

,

1,318 21.6

Chicago (Local 73)
1970.71 268 4 51 23 1,828 1,819 .51969-70.... .. .......

.

Houston (Local 54)

263

.

4

.

51 23, 1,897 1,916 - -1.0

1971 112 14 48 43 1,762 1,610 9.41970 " 112 . 14 48
.

43 1,720 , 1,573 9.3
Columbus (Local 98) .

P
1971-72 83 '9 27 33 1,620- -1,313 .23.41970-71 93 9 27 29 1,812 1,711 , 5.91969-70 92 9 24 26 1,652 1,646 .41968-69

,
, 85 9 22 ° 26i 1,947 1,816 7.2

Jackson (Loca1400 .

1971 57 4 36 63 2,005 -1,626 23.3

Oakland (Local 216) .,

1971 188 16 102 54 1,640 , 1,511 '8.61970 203 .17 105 52 1,686 1,574 7,1San Francisco
(Local 104) ,

.
1971 156 21 78 50 1,487 -1;472 1.01970 169 t

23 85 50 1,524 1,513 + .7

SOURCE: Information on hours worked was obtained for prenticeship background were obtained from apprenticeship co-samples of economically active journeymen from various union ordinators, the Bureau of Apprenticeship and Training, Statepension and health and welfare trust fund records. Data on ap- apprenticeship agencies, and personal interviews.
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exceeding 40 percent. Thus, nearly half of the "favorable" ccm-
/parisons-exceeded 10 percent; by contrast, only one "unfavorable"
comparison (-17.6 percent) was telow -10 percent.

Methodological Difficulties

Unfortunately, the data are incomplete or otherwise imperfect
for several reasons. First, there are gaps-in the data because
not all unions gave us access to their information. Second, some
informationis unreported or misreported to the pension fund
offices by contractors. Third, records on apprenticeship graduates
were often unobtainable, incomplete, or so disorganized that some
informationmay have been overlooked.

A pOssible conceptual difficulty is that our definition of
apprenticeship is confined to programs, registered with the BAT or

) State apprenticeship agencies. Although unregistered programs may
turn out as many craftsmen as do registered programs, the registered
programs are much more uniform in quality and information is more
easily obtained regarding their graduates.

Even so, 'it must be recognized that not all registered appren-
ticeship.programs are alike; instead, the- nature and quality of the
programs vary widely among trades and among local unions in each
trade. Some programs are quite new and experimental while Others
are d4cades old. Some are scrupulously supervised and coordinated;
others have practically no direction. The quality of instruction
is not uniform, and instructional facilities vary greatly in their
usefulness. Many of the older programs previously had no classroom
instruction, but few are without such related training now. Still,
the quality of. apprenticeship training programs within a trade is
more uniform than in most other broad categories of training, such,
as "vocational education.

We recognize another methodological difficulty, namely, that
the number of hours a man spends at work is,a -function of more than
training alone. Manx influences affect his work record. For
example, whenever it was learned that a person suffered prolonged
sickness or disability during a year, his hours for that particular
year were stricken from the sample. Of course, perfect information
was not available on all illnesses and disabilities, but thesewere
assumed to be independent of training backgrounds. (In the case of

-disabilities, however, if apprenticeship- trained journeymen are
safer workers and thus likely to have fewer work-related accidents,
they should lose fewer-man-hours due to such injuries. This point
would support the .hypothesis that apprenticeship training produces
superior craftsmen.)
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. There are some factors affecting hours worked which would
not be likely to affect the average for either group more.than
the other. Among these are nepotism, age, and incidence of
moonlighting,.

Where nepotism is involved in allocating work, employment
tends to be granted 'regardless of skill or capability. An employee
is likely to work more steadily if he is working for his father or
another relative who employs him regardless of his merit. However,

there is 'no reason to expect any difference in the incidende of
this practice among apprenticeship-trained and .nonapprenticeship-
trained journeymen. It is assumed that a journeyman's likelihood
of working for a relative is independent of his training.

Regarding age, because older construction workers might not be
able to perform well on certain types of construction jobs Which
are demanding in terms of physical exertion or pace, they might be
handicapped in the labor market and thus likely to work less. On
the other hand, with age come greater maturity, knowledge, and
experience -- characteristics which would make older workers more
attractive to employers. Whether "increased experience'or diminished
Physical ability has the greater influence on hours workeddepends

.on the nature of the trade and specialty and type of work under,
consideration.

In 'the few samples in which ages were obtained as well as :hours
worked, age was found, not to be a factor. .That is, up until almost
immediately before retirement, experience gained over years of work
at the trade counterbalanced diminished physical capacity lost over
the years-

Since apprenticeship programs have.been registered only since
the National Apprenticeship (Fitzgerald) Act of 1937, apprenticeship-
trained journeymen would be expected to'be, on average, a younger
group'than other journeymen. (Indeed, as noted in Chapter IV, this
was 'confirmed among the journeymen interviewed during this study.)
However, since the advantageous effects of,growing old appear to
-balance the disadvantageous effects, the younger age of apprentice-
ship-trained journeymen would not give them any undue benefit in -

.,the domparison.of hours worked.

Journeymen moonlighting as contractors would tend to have
fewer 'hours reported to the pension funds, since only hours
worked as employees are reported. The effect of moonlighting
on our results is probably insignificant, because the practice
is forbidden by most unions and because journeymen who were ,

known to havemoonlighted'were excluded from the samples: Any
moonlighters-remaining in the. samples may have been

,nonapprentiCeship.r.trained journeymen who had to work as. con-
tractors on small jobs because they could not find regular
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employment as journeymen. On the other hand, moonlighting is a
transitional step to becoming a full-fledged contractor;- and since

the best craftsmen are likely to become contractors, apprenticeship-

trained. men would be more than proportionately represented' among
those workers who moonlight as contractors. However, on the whole,
this influence probably affects neither group more than the other.

Influence of Traveling on Hours'Worked

A factor which may bias the average hours worked in favor of

apprenticeship - trained journeymen is the incidence of traveling.
As previously, mentioned, travelers from other locals were excluded

from the samples. However, if a man in the local under study.

traveled outside the area in which his pension fund was in effect,17

his hours worked for the year may be understated.

The key question is, do apprenticeship graduates travel more or
less, than other journeymen? The answer is probably "less,' since
nonapprenticeship-trained mechanics are more likely to encounter
unemployment in a giyen area and to be forced to seek employment in
other areas. While this phenomenon would bias the hours-worked
comparisons in favor of apprenticeship graduates, the results would
be consistent withthe hypothesis that the better trained journeymen
are products of the apprenticeship system'.

The Influence Of- Referral System

Probably the, most important of possible influences on hours
worked is the referral system. Depending on the nature of the sys-
tem used,a referral procedure could bias the data to favor either

apprenticeship-trained or nonapprenticeship-trained journeymen. If

a, formal "hiring hall" system is organized on a "first in, first
out" -basis, as in osome plumbers' locals, the referral system may have
the effect of assisting less competent people to find jobs, thus
effectively reducing differentials between apprenticeship- trained and
nonapprenticeship-trained journeymen.

On the,other hand, if the apprenticeship-trained men are
placed into a preferred classification, such as an "A" section
or .a preferred seniority section, and if the nonapprenticeship=
trained men tend to be more than proportionately represented
in the less preferred categories ("B," "C," or lower seniority

17Some pension funds cover wide areas, such as the ironworkers'

pension fund in San FAncisca, which is part of one covering
California;" Arizona, and Nevada. While other pension funds are more

localiied, some local unions have reciprocal agreelnents with other

locals so that hours-wOrked data transfer.

161

172



ciAssifications),Ahen the referral system will 'operate in
favor of ax- apprentices and consequently increase the differ-
ential between former apprentices and other.joiirneymen.

To,summarize, some extraneous influences on hours fit
the hypothesis that ipprenticeship-trained craftsmen will

'usually experience steadier employment than nonapprenticeship-
trained men; The other influences "wash out," showing no
significant overall bias for or against either group. One
exception is the referral system, which' can operate in favor
of either group, depending on the manner inwhich it is
organized.

Possible Alternative Explanations of the Results

As convincingly as the data appear to support our con-
tention that apprenticekhip is superior to other sorts of
training, the correlation between types of training and .hours
Narked maybe spurious. Other factors may be responiible
for the fact that apprel.ticeship graduates work more than
other journeymen. .,Several possible explanations' are considered
below.

Business agents show favoritism-in referrals to apprentice-
ship graduates. This is. possible, but-not likely. Since most
local union members have, not been trained in apprenticeships,
a business agent wholVished to remain in office, would be
foolish to discriminate against the majority pf his members.
In addition, it is difficult to imagine a:business agent's,
motive for ,showing-this kind of favoritism._

The superior performances of apprenticeship-trained
journeyMen'are due to greater,native ability of education.
Since'most apprentices have not received-trade-relate vo-
cational education, it is'doubtful that educational levels
alone cause. differences between the two types of journeymen.
If the trade-relateatraining received in apprenticeship Apes
not producewider ranges o'f skills, academic high school
preparation should not be expected to cause'sudh differences.

o - .

I'f "native ability" is responsible for the apprenticeship/
nonapprenticeship differentials, it is not clear, how apprentice-
ship programs discover which applicants haile more.nativp'!ability
than the journeymen who have "picked up the trade." If anything,
men who learned on the job rather than through formal instruction
may-have to-have more native ability, in order to master their
trades, than-apprentices.

. .

a
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Apprenticeship graduates work more because they have
greater attachment to the labor market. .This argument is
highly speculative and scarcely, amenable to proof. If
apprenticeship-traihed journeymen are, indeed, more closely
attached to the construction industry, it may be because

, they are making better livings in the industry than men
without apprenticeship training. Journeymen who have not
served apprenticeshipS may move into and out of the industry
more often, but if so, it, is quite possibly because they
lack skills necessary to work full time-in construction.
Their more casual attachment to the industry may be, in
other words, a matter of necessity rather than choice..,

The better shOwing_of agprenticeship graduatesis
due to-journeyman-upgrading programs, not to apprentice-
ship training. This is possible, but journeyman training
closely resembles apprenticeship training, to the extent
that some journeymen attend' apprenticeship classes as part
of their upgrading programs. Moreciver, there are indications
that apprenticeship graduates are more likely to take advantage
of journeyman upgrading opportunities, indicating that
apprenticeship teaches men the value of keeping their skills
and-training up to date inJorder to work more regularly.
Of course, there could be some selectivity here, because more
highly motivate people might be more likely to enter apprentice-
ship and journeyman upgrading rograms.

ConcluSions'prom Hours-Worked Comparisons

1
The results of numerous comparisons of average hours

worked by apprenticeship graduates and by other journeymen,
while significant, do not prove that apprenticeship is pre-
ferable to other forms, of training. Several alternative
interpretations of these results have been advanced, 'but
they do not seem convincing. We conclude, therefore( -that
while no theory has been proved by the foregoing analysis,
substantial information supports our hypothesis that formal
apprenticeship is, in fact, the superior form of training'in
construction.

Advancement To Supervisory Positions

To further test the'merits of apprenticeship compared
with other forms of training, a second measure was'developed:
the percentage of the supervisory work force,(foremen, general
foremen, and job superintendents) comprised ofapprenticeship
graduates. We thought that, even though apprenticeship is not
designed explicitly to- train supervisors, the broad range of
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'skills acquired in apprenticeship, including blueprint, reading and
__layout mork,,should prepare apprentices forfstiperVisory positions.

o(This point f view' was shared by, most business egents'and
apprenticeship coordinators.)

If apprenticeship actually is a better form of training for'
supervisors than other routes, apprenticeship graduates should appear
as foremen and superintendents in relatively greater numbers than
other mechanics. For example, if,30.perdent of a given union's
fembership were trained in apprenticeships, but 50_percent-1-of-the
supervisors from that union_Were-so-trainid credence would be .given
to_Ahe-contenti-66- that apprenticeship-trained mechanics are more
likely to become supervisors, than other journeymen.

Accordingly, the names of 'men currently employed as foremen and
superintendents were collected from cooperating contractors and
checked with,apprenticeship coordinators and BAT files to determine
the number who had served'apprenticeships. In each case the .propor-
tion of apprent'iceship-trained supdkvisors,was compared with the
proportion of journeymen in the craft with apprenticeship-training.:---7- The results of these comparisons are, summarized in table 63.

1

As table- 63 shows, the results of the supervisors comparisons,
while more mixed than those of the-hours-worked comparisons, still
indicate that apprenticeship-trained men are relatively over-
rejresented in supervisory`positions', presumably because of the

'nature of their training. In 5e the 28 cases, the percentage,of
apprenticeship-trained journeymen was greater-than the percentage of
apprenticeship-trained supervisors, and in one the, percentages were
equal. In 19 cases, the perdentage of appreriticeship-trained super-'
visors exceeded the percentage of apprenticeship-trained journeymenby'5 or more percentage points. In three,other instances,: there
'were absolute'differenoes of fewer than 5 percentage points. Thus
the number of comparigons ."favorable to apprenticeship training was
much greater than the .number of "unfavorOle" comparisons, while
several cases contained ambiguous results.

Unfortunately, there were fw returns from qefieral contractors
who eMploY 'many bricklayers, carpenterS, and ironworkers. Since.
ele.::trical, sheet metal, and plumbing contractors were quite respon-
"sive, most of the comparisons were obtained from those crafts.
Interestinglyithese are the:crafts requiring the greatest non-
manipulative skills-, perhaps that is why apprenticeship graduates in
those trades seemed to fare, so well in the comparisons of supervisory,personnel.

As in. the hours-worked study, numerous alternative ex-
planations are available f6r the phenomenon of relatively
large numbers of apprenticeship graduates in the supervisory
ranks. Most of these -- favoritism, theteffects of native.
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TABLE 63. COMPARISONS OF PROPORTIONS OF APPRENTECES111PGRADUATES AMONG
JOURNEYMEN AND SUPERVISORS SURVEYED, BY UNION, 1971-72

\

. Onioit

.

(I)
Percentage

of journeymen
who had served
apprenticeships

(2)
Number of
supervisors

(3)
Number Of-
sutteivisoisa

who'had served
apprenticeships

(4)'
Percentage

of supervisors
who had served
apPrenticeshim

- (3)1(2)

Bricklayers,
26
26
15

'13

23
22
22/

/
- /32

, = ,. 3'1

51
t 51

. 4 38
55
57 t '

23
34

352
. .

37
34

. 21
44
47-

24
43
33
03
23
54

32
61
33

30

.,

-' 41
134

91-

49
351.
143

30
459
34 t
56

58
112

1302'

'88
20

' '87
229
167

34
139
109

25
,, 633

1'21

,

_ -

,.

5
17
15
18

.

6
24
28

24
153 t
73

- 16
205
183
37

17
44

42

_
--

. 41
I I ,,

25
198
96

9
82
40 .- .
21

192
76

4

16
28
45
66

15
18
31

, 49
44
51
53
45,
54 \
66

29
39------

...---
32

/
47'

- 55
29'
86
57

26
59
37
84
.30
63

Atlanta (Local 8)
Columbus (Local 55)
San Francisco (Local 7)
Oaklan11.(Ldcal 8)

Carpenters
Austin (Local 1266)
Columbus (Local 200)
Jacksoii(LoCal 147,1) ......

Maw
Atlanta (Local 613):-
Houston (Local 716")
Columbus (Local 683)
Jackson (Local 480)
San Francisco (L6cal 6)
Oakland (Local 595) .

Contra Costa (Local 302)

Ironworkers -

, Columbtis-(Local 172)
`,Chicago ( Lotill 1)
Sam Francisco (neat 377)

1 and Oakland (Lot tl 378)

Plumbers and Ppefitters ,

Atlanta (Local 72)
tin (Local 286) ....... ..

Ho ston (Pipefiiters Local 211) .
.1Chicago (Plumbers Local 130)

Oakland (Local 444)

Sheeit Metal Workdrs
Atlatita (Local 85)
Houston (Local 54) ... -
Columbus (Local 98)
Jacksdn (Local 406)
chicago (Local 73)
Oakland (Local 216) .. ..

1No1 from hourseworked samples.
a 2Dath on supervisors include men who transferred from other

locals but for whom it was not possible to obtain information
Ion training backgrounds.

SOURCE: The percentage of journeymen who completed
apprenticeships (column I) are the percentages of apprentice-

,

1 6 5

shipirained journeymen in the hours-worked samples: where
samples were taken for more than I year, the percentage in this
table is -for the most recent year samples. The percentages of
supervisori who completed apprenticeships (column 4) were
obtained from various surveys of a sampling of contractors,
conducted by mail, by telephone, or in person.
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greater
,

-ability or education, greater attachtent to the labor market,
or the.effect of-journeyman upgrading -, have been dealt with .

already. Anadditional explanation 7- e-natural proclikrity
toward organization of effort and leadership ability.--,is,

'tempting-, for the best mechanic is not". necessarily the best
supervisor. -Undoubtedly,. many are good lead&Ssimply,be0ause
others seem to follow them. HoiTter, it.requires a substaptial, ,

leap of ,aith to 'conclude that apprenticeship graduates become ,

supervisors not because of their training, -but solely because,

of their 'aura of leadership. .,. Jo 4. ...

.

0.
At least, one 'factor tends to wOrk,againSt apprentibeship

graduates' becoMing foremen and superin'tendents. Apprenticeship
graduates are younger, on the average, than other illr:banics
becauie apprenticeship programs are relatively newin 'many .-

areas, and manygteduatee,are.comparative newcbenera to."their.
crafts. Some contractors have employed the same Supervisors
for years and ate reluctant to replace them with younger.11andi
thus making accession to the superisory ranks difficult"f4.
otherwise qualified apprenticeship graduates. Still, the high° .

proportion of former apprentices in Supervisory ositions -
indicates that apprenticeship training imparts Skills Whigh
could otherwise be learned only through-many years,6f,work
experience:

. . .

f=

Atlanta Sheet Metal Workers ,Survey

The results of a survey made independently og,this study
by Sheet Metal WOrkers Local 85 of Atlant&Support.oUr.findings
concerning the training backgrounds.of supervisoryrilersdnnel.
Questionnaires (See.Appendi:x.D1 were' distributed to journeyman
members to determine which, if,any, apprenticeship schools
they had attended', any related training received Off the jobs,
dates of entry into the trade, and current and previous. ,

supervisory positions.,
1-.

, '.* 1

Of 138. members returnin4_queationnaires1 84, or 61 percent,
Claimed-to:have been trained in ,union apprenticeship_ schoold.
(The marked discrepancy between this figure of, 600 perCept and
the etimate"of:4,percent indicated by eample included in
table 64 may be explained 'by a number of factors. Appa2ently
apprenticeship graduates attend Unionmeetings,more frequently
thah other members do and.bence, would-be more likely to receive
and return such questionnaires. Also, the line reading
"apprenticeshi0 school attended" may have'inditated to some -.
nonapprenticeship-trained memberS that.they were, not to return-
the-questionnaire. the lines indicating interest in
Supervisory positions held may have dissuaded some men in non-
supervisory poSitions from answering the questionnaire.)
,Seventeen members reported backgrounds with formal training in
the trade which was almost certainly not of the 'union apprentice-
ship variety,.gnd 37 'reported littleVr, in most cases, no formal
training in the trade (see table 64).
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TABLE 644 POSITIONS HELD BY JOURNEYMAN UNION MEMBERS, BY TYPE OF TRAINING;
SHEET, METALWORKERS LOCAL 85, ATLANTA, 1971 ,.., . , ..,

.

-

w.

.43

Source of training

1 Supervisors

Supervisors
as percent agb..0

.of total

Superintendents
(including
general

managers) Forettien Journeymen °thee . Total

Union apprentieeshiR
progrims-.. ...... . . . 7. 25

,`

49 :64 38.1

Other formal training2 1,4 8 3 11 354

NO formal training -1 7 26. 3 37 21.6

Totals 9' 37 82 9 138 33.3
r.

O

includes union business managers and apprenticeship -
2Onthejob training, vocational schools, correspondence

schools, and military training.coordinStors, mechanics working outside union jurisdiction,
selfemployed, unemployed, and retired.

.

el

o.

167

178

0

SOURCE: Atlanta Sheet Metal WOrkers Local 85 survey,.
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were supervisors; but only 8, or 2g,pergent, of those with no

cent, of those with fOkmal training other than apprenbiceship:,

of 84 apprenticeship graduates, -Or 38 percent, wete supervisors

formal training were in sUpervisory- positions. linable' 64 deMon-

(general managers, Superintendents, and foremen);; 6, or 35. per-

.

Althbugh- a high percentage of apprenticeship- .trained
members indicates that thia_saMpleLis_not_representative-of-

a7Vhoie inormation can still be gleaned'
from thie-replies to the questionnaire. kos'example, 32 out

strateS the superiority of formal training progriams as
preparatiOn'fOr supervisory wofk,but it does, indicate any.
clear advantage fo? 'apprentO.ceship as a training .backgroUnd.

ts,)

Tables 65 and a.,,,however, shoirthat apprenticeship is
`1010ing-a more and more_imp8rtant source of both .journeymen
and supervisors.' Table 66-..in;particUlar...shows that .While 5
of -the 7 supervisors .(one did not report his source of training)
with ndvforMal training and'a4,6 supervisors with formal, train.- .ng other- through apprenticeship eDtered the trade bfore
1056, 25.6f the 32, supeivisors,whoicomtadted apprenticeships
.entered the trade after 1950. "it,appears that while roughly the.'
same percentage of apprenticeship graduates and members with
other formal traihing.'have advanced to the ranka'of forman and
superintendent, the 'apprenticeship, graduates:haVe0one soafter

-.having spent much less time in, the trade,. This finding .
3.reinforces our previous, conclusion that Opredticeship not only

is a superior tralAing'ground, but in 'many' cases offers a
shorter route to superviSdry status.
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TABLE 65. DATES OF ENTRY INFO TO UNIO.-:;:BY TYPE OF TRAINING:
SHEET METAL WORK* LOCAL 85,\ATLAHTA, 1971

Source of training Before 1940 14049 \1950-59 .

'\-

.

1960-Present;,..

.
Total

Apprenticeship' 1 it 33 ,32 84

Other foimal training 6 9 ,1 1 17

No Corn* training

' , Totals

10

17

14

41 . 3I

8

41

36

137'

Not all respondents supplied their dates of entry into he SOURCE: Atlanta Sheet Metal Workers Local $5 survey.

union.

1:80

1
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TABLE 66.' DATES OF ENTRY INTO THE UNION BY SUPERVISORS, BY TYPE OF TRAINING:
SHEET METAL WORKERS.LOCAL ES, ATLANTA, 1971

Source of training Before 1940 194049 1950-59 1960-Present Total
Apprenticeship 0, 7 45 10 32
Other formal training 2' 4 . 0 0 6
No.forrnal training 2 3 1 1 7

Totals 4 14'. 16 11 45

SOURCE: Atlanta Sheet.Metal Workers Local 8$ survey.
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APPENDIX A:

PERSONS WHO PROVIDED INFORMATION FOR THE PROJECT

(With,Dates of Interviews, Where Applicable)

Atlanta

Union Officials-

BricklaYers

.o
James C. Dempsey, Business Agent, Bricklayers Local 8
(May 19, 1971),

Carpenters,

Robert J. Ellis, Business Agent, Carpenters Local 2358
(May 20, 1971) k

.

,John L. Miles, Apprenticeship Director, Carpenterp. ,

Local 225 (June 13, 1971) ,

44, ,

Raymond Pressley, Business Agent, arpenters Local225:
(May 21,'19.71)

,rs.,,

/ . -%

Electricians

Harry Bexley, Business Manager,'.IBEW Local 613
(June 14, 1971)

'Loyd E. Caylor, ASsistant Business Manager, IBEW Local
613 (May 21, 1971j

Walter Griffin, Tr4ining Director, IBEW,Local 613
(May 21, 1971)

i.

Ironworkers

Grady C. Gable, ;Financial Secretary, Treasurer, and
Business AgeAt, Ironworkers-Dtcal:387Vuly 13, 197ll

J.' B. Lowry; Apprenticeship Coordinator, Ironworkers
Lopal 387 "(April 29,t1971)

la 0

1
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Atlanta,(Contihued)

Plumbers and Steamfttters-
-----

vaxgil Bper, Financial. Secreta y-Treasurer, UA.
ocal 72 (June 9, 1971)

Pr ton 1. Lawler, Apprenticeship D rector, UA Local 72,,
(Jul , 1971) ,

4

I,

'Sheet Metal Workers

Willie F. Elrod, Apprenticeship Coor,inator, Sheet Metal
Workers Local 85 (June 10, 1971)

Roy Norton, Business Manager, Sheet M tal Workers Local85
((Dame 13,. 1971)

Other Persons Who Provided Information for the P.ro ect
(George Caddelle, Buszness/

Manager, ,Nort Georgia Building
%ades.Council (April 30', 1971)

John Chambliss, Assistant Diectdr; Atl nte Chapter,
Associated General Contractors (May 3, 171)

Charles N. Conner, Regional' Director, Bureau cif ApprIn0h
ticeship and Training (May 3, 1971)

\ . 1

Robet-'-t.A. Ferguson, Director,, AALanta area Technical,,,4-

chool (J.une 18, 1971) ,.°

HarryE. Hicks: DireCtor, Instructional (Se vices Center,
i

,

Atlanta Public Schools (June 16, 1971)

,E. T. Kehrer, AFL-CIO Civil Rights Departm
(April 30, .1971)

.

George L. Peterson, Di ctor, Atlanta Chapt , Nation
Electrical C tractors Association (April 3 1971)
'Emory Via, Di ector, Resources Development nter,
Southern Regional Council' (May 3, 11971)

John P. Weber, Reprdsentative for Atlanta, B
A146epticeship and Training(May 3, 1971)
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-Union -of f-ici-a-ls-

Brickla e s

. J. R. Wis , Business Agent, aricklayers Local ,8
(June 30, 1971)

,

Austin

..Car nters ,

,.

T, A. cNeil, Business Agent, Carpenters, Local 1266
(June 24, 19119

( -
Electricians

Max Ladusch, Business Agent, IBEW,Local 520 (June'24, 1971)

Ironworkers

D. A. Ragsdale, Financial Secretary-Treasurer and
Business. Manager,'Ironworkers Local 482 (June 24, 1971)

Plumbers and, Steamfitters_
Is ,

t /

James A. Hamrick, Incpming Business Agent, Plumbers and
Steamfitters Local 28& (June 25, 1971)

Walter Lingo, Optgoing audiness Agent, Plumbers and
Steamfitterg Lobed. 286 (Tune 25, 1971) (now decea'sed)

Other Persons Who Provided Information for the Project '

Lynn Brown, Administrator, Texas State-Board of Plumbing
Examiners (March 14, 1972)

William 'A. Caulfield, ne/d Representative, Bureau or -

Apprenticeship and Training (April 6.1 1971) (now retired)

---4±4-1-i-afi-H. Fitz, Chief Consultant, Office of the Deputy
Asssociate Commissioner for OcCupational Education and
Technology, Texas Education Agency (MarcH 23,,1972)

Clayford T. Grimm,' Associate Director,. Center forrBuilding
,Research, University of ,Texas, Austin, Texas
(March 24, 1972)
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Austin (Continued)

Other 40-1.gbr-M-(ConthiliedIF

Aubrey H. Hitt, Chief Examiner, Teicas State Board-of
Plumbing Examiners (March'14, 1972)

Walter Kerr,,Executive Director, Construction Industry
Council for Education, Manpower, and Research,
Tyler, Texas (March 24, 1972, by telephone)

Richard Pulaski, Engineering Extension Service,
Texas A & M University, College Station,, Texas'
(April 20, 1972) e'

Joseph TokaSh, Consultant, Office of the Deputy Associate
'Commissionep for Occupational Education and Technology,
Texas Education Agency (March 23, 197,4

I
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Bay:Are4-

"N. .

Bricklayers.

PattiCk J. Canavan, BuSiness Reptesentativelliticklayer0,\
,

Local 7 (June 15, 1972) ,
.

Sala Mandel.Businesq,Representative, Bricklayers LocA1:8
(June 24, 1972)' . , ,

9'

.

Carpenters

Alfred A. Pigorie, Pormer)Secretary-etreasurerl Carpentets
-Dittrict Council (June '1972)

4

Clyde Knowles, Research Director,, California State
. Council of Carpenterq. (Jane,5, 1972)

Gordon A. Littman,_Assistant Director, Northern California
Carpenters Apprenticeship and Training ,Program* (June 6,1972)

Electricians

Karl V. Eggers, Assistant' Business Agent, IH Local 595
(August 10, I972)

Franz E. Glen,/Bpsiness Manager, IBEW 1.4701
(hnle 16, 1972)

.1 *

S. R. McCann; Business Manager, IBEW Local:302
(November 20, 1972)

-1 .

7. O. Roberts, 'International Representative,. District
Officer (August :7, 1972)

Maurice C. Wagner, Training Director, Alameda County
Joint Apprenticeship and Training Committee for the
E1ectric4-10side Wireman) Trade T1ay.3194 1972).

.
W, 'L.. Vinson4 International Vice President, pm Ninth.

Dibtrict (,Augugt 7, 1972)

Iront4orkers.
;)

Arthur F. Ronz, Apprenticeship Coordinator, California
State ironworkers Joint Apprenticeship Committee
iAugust 9, 197k)

Richard Zampa,' Business Agent, Ironworkers Union Local 378
(August 16w 1972)

19-2'
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4s Bay Area (Continued)

-0 '
o. C

",'Plumbers *arid Steamfitters:

George,.;A, He'ss,.Business Manager, 'Plumbers and Steam-

. fitters Local 444 (July 21,4'1972, Oakland),

JOsepp P.Mpiola, Business Manager, Plumbers and
Steamfitters Local 38 (July 20, 1972,,San Francisco)

Dan'-McCormick, Bilsiness Representative, Plumbers, and
Steatfitters' ItdCal 38 (August 18, 1972, San Francisco)

Sheet.tiltal,Workers a

Fred 4. Harmon,,f13usiness Manager, Sheet Metal Workers
. Local 216'. (July la, 1972, Oakland)

Edward F. Kenny,-Business Manager, Sheet Metal Workers.
O Lobal 104. (July 20, 1972, San Francisco)

o

.
Other Persons Who'Provided Information for the Project

C

'Norm Ainonson, Coo.rdinator, Center for Labor Research:
. and EducationInititute of Ihdustrial Relations, University
of California (Jury A3, 1672)

0

.Tom Coughlan, iPresi4ent, Joint Apprenticeship Committee
for liricklayers.Local 7 (July 130 1972)

Gilbert 0. Davidson, Area Supervisor, DiVision of
ApprehticeshipcStandards ,(June 8, 1972, San Fran4sco)

0.

Thomas Dee,'President, Masons and Builders Association
of 'Norttlern California (November 16, 1972 ,

Joe DeLuca, Administrator, PlUmbers and Steamfitters
Pension and Steamfitters Trust Fund, Local 38 ,(August 18,
1972, :San Francisco)

At,

Gregory W. govan, Executive Manager, Plumbing-Heating-
Cooling Contractors of Alameda County (July 17, 1912)

George A. Aarter, Executive Manager, San Francisco
Electrical Contractors Association (June 26, 1972,
San. Francisco):

Robert N. Mounce, Director, Labor Relations, Associated
General Contractors (June 5, 1972, Sah Francisco)

Ralph M. Olig, Director of Data Processing, Carpenters'
Trust-Plind (June 6, 1962, San 'Francisco)

0
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Bay. Area (Continued)

-Other,Persons (Continued)

J. E. Plascjak, Training Director, Drywall Training
and Educational Committee of California July 8, 1972)

. James E. Stratten, Divisionof Apprenticeship Standards,
Department of Industrial Relatiohs (February.4, 1973,
San Francisco)

George Strauss, Associate Dean, School of: Business
Administration, University of California at Berkeley
..(May 7, 1972)

Don Vial, Center for Labor Research_and Education,:
Institute of Industrial Relations, University of California_
at Berkeley (July 13, 1972)
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Union Officials

Chicago

Bricklayers

George Popovic, Business Manager, Bricklayers Local 21
(July 20, 1972)

°Carpenters

Adolph Dardar, Apprenticeship Coordinator, District
Council of Carpenters Apprenticeship Program
(July 20, 1972)

Daniel E. O'Connell, Jr., Assistant Secretary Treasurer,
CarpenterS District COuncil,(August 30v 1972)

D. H. Rowcliffe, Jr., Pension Fund Administrator,
Carpenters District Council (AuguSt 3, 1972)

Electricians'

Timothy Bresnahan, ElectricaliIndustry Seniority
Administrator,' IBEW Local 1'3.4A,August 3, 1972)

Edward Pierce, ApprentiCeship Coordinator, IBEW Local 134
(July 19, 1972)

Ironworkers

Edward, Flood, Apprenticeship Coordinator, Ironworkers
Local 1 (July 19, 1972)

William Toomey, Business Agent, President, Ironworkers
Local 1 (September 25, 1972)

Plumbers and Pipefitters

Albert Bielke, Apprenticeship Coordinator and President,
Pipefitters Local 597 (July 18, 1072).

Stephen J. Lamb, Business Manager, Plumbers Local 130
(July 21, 1972) (now deceased).

Francis McCarten, Business Manager, Pipefitters
Local 597 (July 18, 1972)
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Chicago (Continued)

Sheet Metal Workers

Richard' Hejia, Apprenticeship Coordinator, Sheet Metal
Workers Local 73 (July 19, 1972)

Edward W. Hussey, BusinessManager, Sheet Metal Workers
Local 7.3. (July 19,"1972)

Other Persons Who Provided Information for the Project

Thomas Augustine, Director, Regional Office, 'Bureau of
ApprenticeshiR-and Training (October 16, 1972)

Benfamin'Bekoe, Director, ChicagO Urban League Apprentice
Program (August 22, 1972)

Donald.W. Dvorak, Executive Director, Builders Association
of Chicago, Inc. (October 9, 1972)

.N. Hugh J. McRae, Executive Secretary, Building Construction
Employers Asdociation of Chicago (July 17, 1972)

Thomas J. Nayder, President, Chicago and Cook County
Building and Construction Trades Council (July 17,, 1972)

Joseph Sullivan, Illinois -State Supervisor, Bureau of
Apprenticeship and Training (ctober 16, 1972)

Edward R. Teske, Executive Secretary, Mechanical
Contractors Chicago Association (July 18, 1972)

.0"
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ColuMbuS.

Union. Officials

Bricklayers

Dale Carmichael, Business Manager, Bricklayers Local 55
(June 22, 1972)

Sherman R. Smoot, Former President, Masonry Contractors
Association of Columbus, Inc. (July 18, 1972)

Carpenters

Benny Friedman,' Business Agent, Carpenters Local 200
(June 21, 1972)

Robert L. Prickett, Business Manager, Carpenters Local 200
(June 21, 1972)

Robert Woods, Apprenticeship Coordinator, Carpenters
'Local 200 (June 21, 1972)

Electricians

Daniel E. Bricker, Business Manager, IBEW Local 683
. .

(June 19, 1972) .

Robert N. Burroughs, President, Columbus Electrical
-Contractors Association (July 25, 1972)

,

1

Thomas Burton, Apprenticeship COOrdinator, IBEW Local 683
(June 19, 1972)

A. H. Moore, Executive Director, National Electrical
Contractors Association (June 20, 1972)

Ironworkers

Cecil E. ;Bosworth, Financial Secretary-Treasurer, Iron-
workers-Local 172 (June 23, 1972)

Marlowe S. Hawkins Jr., Executive Secretary, Pension
Trust Fundp.4ronworkers District Council (July 21, 1972)

/
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Columbus (Continued)

'Plumbers and Steamfitters

Ridhar&Patterson, Apprenticeship Coordinator, Plumbers
and Steamfitters Local 189 (June 27, 1972)

Ernest H. Ware, Executive Director, Mechanical Contractors
Association ofCentral 911db, Inc.. (July 14, 1972)

Sheet Metal Workers

Alvin H. Funk, Executive Vice-President, Sheet Metal
Contractors of Central Ohio (July 12, 1972)

J. R. Wiesenberger, Apprenticeship Coordinator and
Pension Fund Administrator, Sheet Metal Workers Local 98
(June 27, 1972)

Other Persons Who Provided Information for the Project

William J. Aner, Administrative Assistant, Associated
General Contractors, Central Ohio Division (July 7, 1972)

Henderson L: Grigley, Director, Columbus Urban LeagUe
(July 11, 1972)

Samuel J. Hebdo, Executive Director, Associated Builders
... and Contractors, Inc. (June 20, 1972)

Ralph Hockman, AFL-CIO Representative, Former Secretary,
Building Trades Council (June 19, 1972)

Daniel T. McCarthy, Ohio State Supervisor, Bureau of
Apprenticeship and Training, (June 20,. 1972)

O
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Houston

Union Officials

Bricklayers
0

H. A. Brown, Business Agent, Bricklayers Local 7
(April 20, 1972)

Japk Stubbs, Apprenticeship Director, bricklayers Local 7(June 6, 1972)

Ca %penters

Bert Gresham, Assistant Executive Secretar, Carpenters
District Council (April 18, 1972)

George Stein, Director of Training and Education,
Carpenters Joint Committee (April 18, 1972)

Electricians

A. R. Brewton, International Representative, IBEW 7th
District (May 15, 1972)

Ed LeOnard, Training Director, IBEW Local 716
(May 15, 1972)

Roy T. Noack, BUSiness Manager, IBEW Local 716
(May 15, 1972) .-

Ironworkers.

Dewey L. Upshaw, Business Agent, Ironworkers Local 84
(May 19, 1972)'

^

Plumbers and Pipefitters

Ray L. Dailey, Business Manager, Pipefitters Local 211
.(April 19, 1972)

Bill Pickens, Business Manager, Plumbers Local 68
(April 5, 1972)

Dave Runnells, Apprenticeship Director, Pipefitters.LocaL 211
(May 25,'1972)
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Houston (Continued)

Sheet Metal Workers
.:'

Steve Bugaj, Business Agent, Sheet Metal Workers Local 54
.(April 17, 1972)

DeanCooper, Business Agent, Sheet Metal Workers Local 54
(April 17, 1972)

Jules-Freund-4 -Director, Sheet -Metal WOrkers Local 54,
Joint Apprenticeship Committee (June 5, 1972)

;?_

Albert E. Hyde, Executive Director,_ Houston Sheet Metal
Contractors Association (May 25, 1972)"

Louis Rrzesiencki, Business Manager, Sheet Metal Workers
Local 54 (June 5, 1972)

Other Persons Who Provided Information for the Project

`Geraid.R. Brown, Executive Secretary, Texas State Building
and Construction Trades Council, Austin, Texas
'(June 25, 1970)

Thomas Clarke, Executive Secretary, Mechanical Contractors
Association of Houston, Inc. (April 19, 1972) (now deceased)

John Donnelly, Former Area Director, Economic and Manpower
Corporation (June 6, 1972)

Roy-R...Evans, former President, Texas AFL-CIO (March 15, 1972)

Carrol S. Foren, TexaS State Supervisor, Bureau of
Apprenticeship and Training, Austin, Texas (February 16, 1971)

M.,A. Graham, Executive Director, Houston Gulf Coast
Building.. and Construction Trades Council, AFL-CIO
`(April 20, 1972) .

--Claude Gray, Jr., Field Representative, Bureau of
Apprenticeship and Training, U.S. Department of Labor
(April. 20, 1972)

Hartsell Gray, Consultant, Texas AFL-CIO (April 17, 1972)

C. Logan Jobe, Executive Director, Texas. Chapter, Associated
BUilders and Contr'actors, Inc. (May 25, 1972)

Robert Lopez, Executive Director, Mexican American
Contractors Association (May 24, 1972)

French Moreland, Instructor, Apprenticeship Opportunity
Program (June 5, 1972)

Francis O'Bryan, Business Agent, Houston Gulf Coast
Building and Construction Trades Council, .AFL-CIO
(April 20, 1972)
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Houston (Continued) .

Other Persons (Continued)

Robert L. Prater, Dean, School of Technology, Texas
Southern University (May 25, 1972),

'Jerry Ryan, Director, Apprenticeship Opportunity Program
(April 20, 1972). .

Barbara Settle, EEOC (nay 24, 1972)

A. C: Shitley,.Ekedutive Secretary-TreasUrer, Texas
State Council of Carpenters- (April 25, 1972)

George Sumrow, Chapter Manager, Southeast Texas Chapter,
National Electria41%Cdritractors Association
(April 19, 1972)

Joseph J. Tapal, Director of Vocational and Industrial .

.Education, Houston Independent School District
(June 7, 1972)

B. A. Turner, Coordinator., Minority Manpower Resources
Project, Texas Southern University (May. 24, 1972)

L. S. Webster, Director, Model Cities Pre-employment
-Training Program for the Building-Trages--(May---297-1:9721

Linus Wright, Chief Financial Officer, Houston Inde-
pendent School District (June 7, 1972)
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6 .Jackson

Union Officials

Bricklayers
.34

'Ted Lee, BusinessAgent, Bricklayers, Local 15
(June 2'94' 1972)

Carpenters.

W. H. Wood, Business Managers Carpenters Local 1411
(June 30e 1972)

Electricians

C. L. Tucker,Business Agent, IBEW,Local 480
(June 27, 1972)

Ircinworkers-

G., W. Tyson, Business' Agent, ironworker's Local 469
(Jane 28, 1972 -)

.Plumbers and Steamfitters

Harry Rosenthal, Business Agent, Plumbers and Steamfitii*s
Local 681 (June 29, 1972)

Sheet Metal Workers

Grayson Moore, Business Agent, Sheet Metal Workers
Local 406 (June 29, 1972)

Other Persons Who Provided Information for the Project

Claude Ramsay, President, Mississippi AFL-CIO
(June 27, 1972)
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Union'Offi6lais

New York

Bricklayers

Andrew Lawlor, Executive Secretary, Bricklayers Executive
Committee (August 17., 1971)

Carpenters

Edward A. Bjork, Secretary-Treasurer,
Council (July 29, 1971)

Charles P. Fanning, Apprenticeship Director, Carpenters
District Council (Jdly 27, 1971)

Carpenters District

4

Jack Gelman, Second Vice-presideixt, Carpenters District
Council ovember 17,' 1971)

t Electricians.
c

r

Harry Van Arsdale, Jr., Financial Secretary and Formek(
. President and Business Manager, IBEW Local 3

(August 27, 1971)

Ironworkers

Gerard Place, President, Ironworkers Local 40
(October 15, 1971)

P".141. Rockhold, Business Manager,.Ironworkers local*361
(August 24, 1971)

Matt A. Steinberg, Apprenticeship Coordinator for
Ironworkers Locals 40 and 361 (August 27, 1971)

Plumbers and Steamfitters

Sam Brodskyi Secretary-Treasurer, Plumbers Local. 1
(August 23, 1971)

James A. Mulligan, Secretary-Treasurer, Steamfitters
Ldcal 638 (November 18, 1971)

Gene Murray, Director, Plumbing Joint Industry Board
(October 12, 1971)
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New York (doptiqued)

Plumbers (Continued)

Henry Murray, Assistant Secretary-Treasurer, Plumbers
Local 2 (October y, 1971)

.

George Whalen, President, Associatioh of Contracting
Plumbers, Brooyn and Queens (August 20,.1971).

Sheet Metal Workers

Mgll Farrell, President, Sheet Metal
(July 18, 1971)

Edward J. O'Reilly, Secretary, Joint
CoMmittee4 Sheet Metal Workers Local

,

WOrkerg Local 28

Apprefitibeship
28 (July 18, 1971)

Other Persons Who Provided Information for the Project

.Eddie Johnson, Director, Joint Apprenticeship ,Program,
Workers Defense League (July 26,.1971)

Thomas L. McQuade, Area Representative, Bureau of,
Apprenticeship and Traihing (July 261971) ,

Frank Neher, Regional Director, Bureau of Apprenticeship
and Training (July,26, 1971)

DonaldFd Rodgers, Executive Director, New York Building,
and Construction Industry Board of Urban Aftairs
.(July 28, 1971)
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,

Elgewliere

'Electricians

Buck. Ba)cer, Director,'National Joint Apprenticeship
Training Committee for the Electrical Industry,
Washingtph, .D.C. (May 18, 1972)

Marcus L. Loftis, International Brotherhood of
ElectricaAVWorkers, Washington, D.C. (May 6,-1871)

Others

Donald Slaiman, DirectOr, AFL-CIO Civil Rights Department,
Washington, D.C. (May 6, 1971) 0

tf,)

6

4'r

O

1.96

a05

-'4



APPENDIX B

Guide for-Journeyman Interviews
a

City

Trade LocalDnion No.

Interviewed by

Date

Personal. Interview or Phone Interview

. TYPE OF WORK PREFERRED

. What type-of card or book do you hold?
Does it restrict you to a certain type of task,

or can you be referred to any type of work?

Is there a card which perMits the holder to do all
types of work in this local? Yes No

2. What sector do you work in (shop, on sit4, residential,
coMmercial/industrial, heavy /highway)?

3. Do you prefer a certain kind of work? Yes
No

Why?
'Do you do primarily one type of work--a specialty --

or do you do all kinds?
Is there .any kind of work that iyou dislike?
' Yes No

4. ,Do you have a license?
Mbat kind?
Who issues it (city, county, state)?
Is anyone in the industry required to have a licenie?
Yes No

Who?
What type?

5. Do you work as a foreman,or superintendent?
About hoi. much of the time (all, half or more, less

than half, very little, never)?

, 6. When didayou first work as a Supervisor (year)?

197

206

C



Do you'work full time at the trade, or da you work
outside the trade as well (including moOnlighting
as a contractor on your own)?

When?
What kind of work?

II. TRADE BACKGROUND

1.. When did you first work at the trade (year)?
Number of years. worked
When did you first join the union (year)?
When did you become a journeyrdan (year)?

f /

1"2. What sort of training did you have before you joined
union?

Type of Training

a. Laborer or helper

b. Open shop (OJT)

c. Public vocational
education

d. Private vocational
education

e. Military

Other industry

g. Government programs

h. Other e

,

o

'Opinion of
This.Type of Training.

4

3. Have you had any further training since you joined
the union? Yes

If so, what kind?

a: Ndnunion training Yes

b. Union journeyman
upgrading programs .Yes No.

Evaluation of journeyman training?
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4. Did you servein an apprenticeship program?

In this local? Yes. No (where)
Did it Include relatiraassroom training?

Yes No
.How long was the program (yeart)?
Were you given- credit for prior experience?

Yes (hOw much) -. No

Did you finish-the program? Yes No

If not, why not?

How would you evaluate the training you receiited'in

apprenticeship?

Entry requirements

a. If apprenticeship - trained:- what sort of 'things

did you do in order to get into the apprenticeship

.program?

Age requirement (years) Minimum: Maximum:

Education requirement (years)
%

Years experience required

.Did they give you a test (written, oral, or 'practical?

over the trade or aptitude? over the whole trade

or just your specialty?)?

Interview

Vouchprt req0ired (number) By-Whom?

Majority vote of membership

Probationary period (how long)

Fee(s) $

What -did yOu have"to do in order to become a
° journeYM4n at the end of your apprenticeship?

Final exam or other test? (written, oral, or practical?,

over the trade or aptitude? over whole-,trade Or

"just your. specialty ?)" /,
t

VouChers required (number) By Whom?

Majority vote of Membership

Fee(s) $
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5. 'b., If .not apprenticeship-trained: what sort of
things did you do in order to become a.jouryleymanZ

Age /requirement (years) Minimum: Maximum.:

Education requirement (years)

Years experience requirement'

Did they give you a test (written, oral, or pi'actical?
over the trade or aptitude? over the whole trade
or just your specialty?)?

Interview

Vouchers required (number

-Majority vote of membership

Probationary period (how long)

Fee(s). $

,-
c. HoW are the standards different now, if, at all?

6. 'Did you ever work on
.permit or traveler' card

(note which) before you joined the/local?
YeS No .

What kind of work,did-you do on permit?

III. INDIVIDUAL'S BACKGROUND

1, .Age

2. Race (interview identifies)

. 3. How far did you go in school (grade or GED)?
z.

. Did you ever go to college (years)
What was your. major-field?

5. What got you interested in thiS trade?
'Did your fathet work .in this trade?

. Was (is) he a union member?
Did you have friends or relatives in the, union before

you joined (other than father)?
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'6. Have you had any illnesses or accidents during the
period 1967-1971 that have affected the number of
houts you worked (and your pension fund contributions
during that time)? ,Yes', No

If so, when?

7. Have you ever taken out a traveler's card to work

in another local? Yes No
If so, when? f .

S

8. Did you ever belong to another local? ,

Yes (if so, when) No

9. Have there been any bad times for the trade in your

area since 1965?
Yes (if so, when) No

10. Approximately how-many contractors hite you worked

for since 965T

11. Have'You ever worked for a relative?
,

.

/
Yes No

. .

POSSOLE REFERRALS

1. 15o you know anyone working on permit?

t.
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APPENDIX C

INTERVIEW FORM FOR UNION BUSINESS AGENTS

How- long have you been in the trade?

Held present office?

Nonapprentice entrants:

What percentage of local membership came into the
unfonwithout,serving apprenticeship?

What percentage. come in through nonapprenticeship
routes now? -

/

Any records showing year-by-year bOakdown of
apprentice-nonapprentice entrants?

Average age of nonapprentice entrants?

Source of training?

Years experience before joining?

Admission requirements:

Ale limits:

Education:

there a test?

Same as apprentice final?

Written,°oral, practical?

Clver the trade or aptitude?

Who makes it out, administers, grades it?

Minimum, score?

Validated?

'Results available?

Whenwas testing first used?

203'
,

211



Years experience in the trade?

Is there an inter -view?

By whom?

Makeup' of committee?

Appointed or elected?

How much latitude do these men have in determining
who meets union-standards?

Must the man be sponsored?

Voted on by membership?

Any probationary period?

Must he have a job first, or do most rely on being
'.referred to work?.

How long havethese standards been used? .

Any recent changes?

Permit System

Who may'work' on permit?
a

Do -membefs of other locals get permits automatically?

At whose disCretionr---

What is- the fee?

Is there a test?

What form does it take?

Is there any limit to the length of time a man
may work on permit?

Can permit people do all types ofjourneyman work,
.or only certain types?

Does, it, Vary with tightness of market?

No lOnghas this system been in effect?

How was it diffeent in the past?
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Transfers from dther'locals:

Is transfer automatic?

Is there a difference in membershipifees?

If so, must the transfer make up the difference
in membership fees?

Any probationary period?

Is there a'test?

If so, of what form?

Apprenticeship entrance requirements:"

Age range;

Education:

Test?

Interview:

by JAC?

Sponsorship?

Fees ?,

Apprenticeship program:

Length?

Provision for experience?

Teiti at intervals?

Final exam?

What forM?

How compared to teat. requirements of nonapprentice
applicants?
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Journeyman training programs:

Are there any?

',What subjects?

Who takes such training?

Types of Journeyman classification:

:What types exist?

Do the rates vary?

Are some types easier to get in without apprenticeship?

Which ones?

Do manynonapprentices enter as specialists?

What degree of transferability exists among claSti-
' fications?

What is the procedure for working outside one's
classification (gytt is possible to do so at all)?

1.
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'NAME ,

APPENDIX D

Questionnaire Form Used in-Stkeet-Metal Workers
Local 85 Survey of Supervisory Experience

SAMPLE

SHEET METAL WORKERS LOCAL #85
1838 STEWART AVE. S. W.
ATLANTA, GEORGIA 30315.

APPRENTICESHIP SCHOOL ATTENDED

DATES ATTENDED: FROM

DATE ENTERING TRADE

ti

TO

OTHER-SCHOOLS ATTENDED SUCH AS WELDING, DRAFTING, I.C.S.,
& ETC.,

POSITION WITH PRESENT EMPLOYER:

JOURNEYMAN

OTHER

FOREMAN : SUPERINTENDENT

POSITION IN SUPERVISORY CAPACITY HELD WITH OTHER EMPLOYERS:
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FROM -

TO

TO

FROM TO

FROM TO

*ILL GOVERNMENT PRINTING OFFICE: Ir75 0 - 513.474 01)
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WHERE TO GET MORE INFORMATION

For more information on this and other programs of research and development funded by the Manpower
Administration, contact the Manpower Administration, U.S. Departiftent of Labor, Washington, D.C.
20213, or any of the Assistant Regional Directors for,Manpower whose addresses are listed below.

Location

,John F. Kennedy Bldg.
Boston, Mass. 02203

1515 Broadway
New York, N.Y. 10036

P.O. Box 8796
Philadelphia, Pa. 19101

Connecticut
Maine
Massachusetts

New Jersey
New York
Canal Zone

Delaware
Maryland
Pennsylvania

=

1371 PeachtreeStreet, NE Alabama
Atlanta, Ga. 30309 Florida

_Georgia
Kentucky

230 South Dearborn Street
Chicago, III. 60604

911 Walnut Street
Kansas City, Mo. 64106'

1100 commerce-Street
Dalla§,:Tex. 75202

1961" Stout Street
Denver, Colo. 80202

450 Golden Gate Avenue
San FranciscoCalif. 94102

909 Firit Avenue
Seattle, Wash. 98174

Illinois
Indiana
Michigan

Iowa ".;',2

Kansas

Arkansas
Louisiana
New Mexico

States Served

New Hampshire
Rhode Island
Vermont

Puerto Rico
Virgin Islands

Virginia
West Virginia
District of Columbia

Mississippi
North Carolina
South Carolina
Tennessee

Minnesota
Ohio

- Wisconsin

Missouri
Nebraska

Oklahoma
Texas

Colorado
Montana
North Dakota

Arizona
California
Hawaii
Nevada

Alaska
Idaho
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South Dakota
Utah
Wyoming

American Samoa
Guam
Trust Territory

Oregon


